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ABSTRACT 
 
The main research problem focused on the effective management of the 
perceptions about Affirmative Action (AA). A literature study and a survey were 
conducted to investigate the extent and nature of perceptions, the effect of these 
perceptions on labour and personal relations, current and suggested 
management practice of the perceptions of AA. A definition of AA, earlier 
measures of AA, the implementation of AA in the South African context, the 
stages of AA, theories, relevant legislation, perceptions and the management 
thereof are discussed.  
 
The survey was conducted at the George and Beaufort West District offices of 
the Department of Rural Development and Land Reform (DRDLR) with a 
response rate of 78.95 %. 
  
The perceptions about AA can be managed effectively by complying with 
legislation, by involving and making all levels of employees responsible for the 
achievement of employment equity, skills development, personal development, 
consultation and communication. 
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CHAPTER 1 
 
PROBLEM DEFINITION AND DEFINITION OF CONCEPTS 
 
1.1 INTRODUCTION 
 
This study focused on how the perceptions of affirmative action (AA) can be 
managed effectively at the George and Beaufort West District offices of the 
Provincial Land Reform Offices (PLRO) of the Department of Rural Development 
and Land Reform: Western Cape (DRDLR).  
 
This chapter explains the background, the rationale of study, the research 
problem with its sub-problems as well as the purpose, delimitation and objectives 
of the study. Important concepts are also defined while the research design, data 
analysis and the communication of the results of this study are briefly discussed. 
 
1.2 BACKGROUND 
 
According to Motileng, Wagner and Cassimjee (2006: 11) previous studies on AA 
focused on arguments for and against it. These authors’ study focused on the 
experience by black middle managers of AA in a media company, including how 
they deal with negative perceptions and resistance within this media company. 
 
AA is part of the broad labour relations policies of the DRDLR and inevitably 
impacts on all staff including its PLRO. AA is a very contentious issue in South 
Africa and needs to be debated and investigated (Motileng et al, 2006: 11). This 
study adds to this debate and specifically investigates how the perceptions of AA 
can be managed more effectively. AA is a reality of the South African labour 
relations environment, but it could be catastrophic if perceptions thereof are 
ignored. 
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1.3 RATIONALE OF STUDY 
 
While in the employ of the DRDLR in the Regional Land Claims Commission: 
Western Cape, the researcher observed that AA remains a contentious issue 
within DRDLR: Western Cape in particular, because of the challenge to reflect 
the national demographics in a province where one group (Coloureds) of AA 
beneficiaries is dominant. This group has been overrepresented on various levels 
of employment and therefore is sometimes overlooked for AA action positions in 
favour of another group of AA beneficiaries.  
 
1.4 THE RESEARCH PROBLEM 
 
The research problem was: How can the perceptions of AA at the PLRO of the 
DRDLR: Western Cape be managed? This research problem was answered by 
the following sub-problems: 
 
Sub-problem 1: What does the literature say about the perceptions of AA?  
 
Sub-problem 2: What are the perceptions of AA at the PLRO of the Department 
of Rural Development and Land Reform: Western Cape? 
 
Sub-problem 3: How do AA appointments affect the employment equity profile 
of the PLRO of the Department of Rural Development and Land Reform: 
Western Cape?  
 
Sub-problem 4: What is the current management practice to manage 
perceptions of affirmative action?  
 
Sub-problem 5: How can the perceptions of AA be managed effectively?  
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1.5 PURPOSE OF THE STUDY 
 
The purpose of the study was to determine what the perceptions of AA are and 
how to effectively manage these perceptions at the PLRO: Western Cape. The 
study involved all levels of staff within two offices of the PLRO: Western Cape. 
The respondents were interviewed separately and anonymously to enable them 
to voice opinions in a non-threatening environment. 
 
The study will benefit the PLRO: Western Cape directly and will assist the entire 
Department of Land Affairs to manage perceptions about AA more effectively. 
There are lessons for the broader public and private sectors, but the effective 
management practice cannot be applied arbitrarily across the public and private 
sectors. It would require further consultation and debate within public and private 
organisations to develop its unique management practices to manage 
perceptions about AA. 
 
This study has the potential to advance labour relations, because perceptions will 
be managed more effectively.  
 
1.6 DELIMITATION OF THE STUDY 
 
The research was restricted to the PLRO George and Beaufort West district 
offices of the DRDLR: Western Cape. The respondents were obtained from 
lowest to most senior levels of employees in the George and Beaufort West 
district offices. 
 
1.7 OBJECTIVES 
 
The overall aim of the research was to determine how perceptions of AA can be 
effectively managed.  
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The overall aim was achieved by the following objectives: 
 
i. Identify the nature and the extent of perceptions of AA among staff. 
 
i. Determine how perceptions are currently managed through practices, policies 
and relevant legislation and  
 
ii. Develop an effective management practice to manage perceptions of AA 
within the PLRO: Western Cape. 
 
1.8 DEFINITION OF CONCEPTS 
 
Affirmative action (AA) is defined as “one of the measures to accelerate the 
advancement of people from designated groups, and, as such, includes specific 
plans involving preferential treatment in appointments and promotions, and 
accelerated development and advancement strategies, along with other human 
resources policies and practices that are aimed at promoting workplace equity” 
(Thomas and Robertshaw, 1999: 4-5). 
 
Affirmative action measures are “measures designed to ensure that suitably 
qualified people from designated groups have equal employment opportunities 
and are equitably represented in all occupational categories and levels in the 
workforce of a designated employer” (Section 15(1) of the Employment Equity 
Act, Act 55 of 1998). 
 
Designated groups mean black people, women and people with disabilities 
(Section 1 of the Employment Equity Act, Act 55 of 1998). 
 
Diversity “is a contextually derived characteristic and, as such, it underpins both 
effective strategic planning and leadership competence. In this light, effective 
diversity management requires both individuals and organisations to be 
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situationally adaptable, that is, to be able to respond to the needs of all 
stakeholders in a way that ensures optimal performance” (Human, 2005: 47). 
Historically disadvantaged individuals (HDI) are individuals who did not have 
franchise to national elections prior to the introduction of the interim and final 
Constitutions of the Republic of South Africa, Act 200 of 1993 and Act 108 of 
1996 respectively. 
 
Equality of opportunity “refers to that ideal state where everyone has an equal 
chance to compete with his or her peers for access to social goods” (Swanepoel, 
Erasmus, van Wyk, Schenk, 2003: 123). 
 
Employment equity refers to the state within organisations where blacks, the 
disabled and women are representative and reflective of the demographics of the 
country (own definition). 
 
Employment Equity Act, Act 55 of 1998 (EEA) provides for the elimination of 
unfair discrimination in employment and the implementation of AA measures for 
designated groups (Human, 2005: 49). 
 
The Constitution refers to the Constitution of the Republic of South Africa, Act 
108 of 1996 
 
The Promotion of Equality and the Prevention of Unfair Discrimination Act, 
Act 4 of 2000 means the Act promulgated on 9 February 2006 to give effect to 
Section 9 read with item 23 (1) of Schedule 6 to the Constitution, so as to prevent 
and prohibit unfair discrimination and harassment; to promote equality and 
eliminate unfair discrimination; to prevent hate speech and to provide for matters 
connected therewith.  
 
Unfair discrimination in terms of section 6 (1) of the Employment Equity Act, 
Act 55 of 1998 would include discrimination on the grounds of race, gender, sex, 
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pregnancy, marital status, family responsibility, ethnic or social origin, colour, 
sexual orientation, age, disability, religion, HIV status, conscience, belief, political 
opinion, culture, language and birth. 
 
1.9 RESEARCH DESIGN 
 
The sub – problems and its respective solutions were investigated by adopting 
the following procedure: 
 
1.9.1 Literature Review 
 
A literature study was conducted to define AA, describe earlier measures of AA, 
its meaning in the South African context and to briefly explain relevant legislation. 
The literature study also describes the different stages of AA and also defines 
perceptions, reality, assumptions and stereotypes in relation to management and 
the performance of employees. Specific perceptions and critical success factors 
are also described.  
 
The literature study is discussed in Chapters 2-4 and deals with the first, fourth 
and fifth sub-problems. 
 
The EE Plan of the DRDLR was also consulted and is discussed in Chapter 5. 
Chapter 5 answers sub-problems three and four respectively. 
 
1.9.2 Selection of respondents 
 
The perceptions of AA by both management and lower ranking employees have 
an influence on how it is managed.  As will become clear in Chapter 2, race and 
gender also play an important role in the manifestation and transformation of 
perceptions, irrespective who is benefiting from AA. It was therefore appropriate 
to obtain information on the nature of the perceptions in terms of levels of 
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employment, race and gender. This ensured fair and equal participation in the 
development of a more effective practice to manage perceptions of AA.  
 
Permission was obtained from the Provincial Director of the PLRO: Western 
Cape to conduct the empirical study within DRDLR: Western Cape       
(Appendix A). Verbal consent was obtained from the respondents who 
participated in the study.  The researcher further ensured confidentiality and 
anonymity by not including the names of the participants on the questionnaire 
(Appendix B) and not divulging the identity of the respondents when analysing, 
interpreting and reporting on the results of the study.  
 
1.9.3 Empirical Study 
 
A survey was conducted during which anonymity and confidentially enabled 
respondents to provide honest and truthful answers by means of a questionnaire. 
It also provided assurance to the respondents that their answers will not be 
misused by the researcher and their employer. The researcher approached all 
the employees (19) at the George and Beaufort West to participate in the study.  
 
The researcher utilised structured interviews with a questionnaire to facilitate the 
collection of data.  The questionnaire consisted of three sections of closed and 
open ended questions with selected options that obtained biographical data and 
familiarity with the EE Plan of the DRDLR in Sections 1 and 2, while Section 3 
included questions on perceptions and management thereof within the workplace 
of the respondents. 
 
The empirical study answers sub-problems two and four. 
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1.9.4 Data analysis 
 
Chapter 6 outlines the collection, analysis and interpretation of the data collected 
during the empirical study. 
 
The following four aspects of trustworthiness of Guba’s and Lincoln’s (1981) and 
Krefting’s (1990) corresponding strategies were applied in the data analysis 
(Motileng et al, 2006: 13): 
 
i. Truth value – the researcher established confidence in the truth of finding 
the subjects and the context in which the study was undertaken. By utilising 
the credibility strategy, the respondents will recognise their perceptions in 
the findings. 
 
ii. Applicability – the research findings are only applicable to other offices of 
the DRDLR and cannot be used to generalise to situations outside this state 
department. 
 
iii. Consistency – Consistency was ensured by clearly explaining the data 
gathering and analysing procedures which should enable an independent 
researcher to determine whether the study was unique and repeatable.  
 
iv. Neutrality – The perceptions of individual respondents are vital to inform 
how it can be managed. The study was not initiated by the DRDLR, but 
through the observations of the researcher. An outsider will be able to 
authenticate how much the findings were a direct result of the information 
provided by the respondents. 
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1.10 Communication of results 
 
Results will be communicated in writing to the DRDLR, with a request to 
distribute the findings on its intranet and via internal e-mail. Publication will also 
be pursued in the department’s internal journal. Permission will be obtained from 
the DRDLR beforehand to publish the results externally. 
 
The findings and recommendations will be discussed in Chapter 7 and answers 
sub-problem five. 
 
1.11 CONCLUDING REMARKS 
 
The study has relevance and significance for the DRDLR: Western Cape in 
particular, but broader application cannot be done arbitrarily. Chapter 2 provides 
an overview of AA and forms part of the literature study that was conducted. 
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CHAPTER 2 
 
AFFIRMATIVE ACTION – AN OVERVIEW 
 
2.1 INTRODUCTION 
 
This chapter provides the definition that will be used for this dissertation, 
describes earlier measures of AA as far back as the earliest time of colonialism 
and what AA means in the South African context. It also describes perceptions, 
reality, assumptions and stereotypes in general terms, stages of AA and theories 
of AA.  
 
This chapter deals with sub-problem one namely what the literature says about 
the perceptions of AA. 
 
2.2 DEFINITION OF AA 
 
Innes (1999: 4) defines AA as “a set of procedures aimed at proactively 
addressing the disadvantages experienced by sections of the community in the 
past.”  
 
Thomas (1996 cited Herholdt and Marx, 1999: 9) describes AA as “a means of 
correcting historical injustices and of leveling the playing fields to enable all 
South Africans to gain equal access to education, training and other opportunities 
formerly restricted to Whites.” 
 
Khoza (1993 cited Herholdt and Marx, 1999: 10) defines AA as: 
 
“a form of positive discrimination used as a measure to correct imbalances 
created by generations of oppression. It has been called different names at 
different times: whether you call it AA, black advancement, equal opportunity 
  
11 
 
employment, or strategic resourcing (the latest version), the issue remains: the 
need to redress discriminatory employment practices.” 
 
Several other definitions exist for AA, but the following definition by Thomas and 
Robertshaw (1999: 4-5) is probably most comprehensive as it contains most, if 
not all the key elements that would aptly describe it: 
 
AA is “one of the means to accelerate the advancement of people from 
designated groups, and, as such, includes specific plans involving preferential 
treatment in appointments and promotions, and accelerated development and 
advancement strategies, along with other human resources policies and 
practices that are aimed at promoting workplace equity”. 
 
The definition by Thomas and Robertshaw clear indicates what AA should do 
(advancement) and to whom (the target (designated) groups). It also refers to 
how AA should be developed (specific plans involving preferential treatment in 
appointments and promotions, and accelerated development and advancement 
strategies) which implies that it does have strategic importance and does not 
happen in a vacuum (… along with other human resources policies and 
practices…). Therefore, the definition by Thomas and Robertshaw will be utilised 
for this study. 
 
2.3 EARLIER MEASURES OF AA 
 
According to McGregor (2006: 87), South Africa’s history is characterised by 
colonialism, slavery, patriarchy and apartheid. This section will provide an 
overview to key events that describe the development of AA in South Africa. 
 
McGregor (2006: 88) writes that the boundaries of the indigenous people of 
South Africa, the Khoikhoi and San, were invaded by the Dutch through the 
Dutch East India Company when trade between European and Asian countries 
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expanded in the seventeenth century. By the early eighteenth century, slaves 
were imported from Dahomey, Angola, Mozambique, Madagascar, Indonesia, 
India and Ceylon (now Sri Lanka). Chinese workers worked on the mines and by 
1860 Indians worked in the Natal sugar plantations (McGregor, 2006: 88). 
 
According to Milne (1998: 4) Lord Charles Somerset began a policy of 
Anglicisation by affirming the English language and English - Speaking people to 
the detriment of everyone else after the second British occupation of the Cape 
and the arrival of the 1820 British Settlers. Jan Smuts called this a process of “a 
century of injustice”, which reflects the point of view of the earlier Dutch and 
Afrikaner settlers (Milne, 1998: 4). 
 
The policy of Anglicisation led to the first migration in 1834 of the Afrikaner while 
the Sand River and Bloemfontein Conventions of 1852 and 1854 affirmed the 
Afrikaner national identity. The first and second Boer Republic Wars followed 
which were won by the Afrikaners and British respectively. At the end of the 
second war in 1902 an influx of impoverished rural Afrikaners to “English” towns 
and cities was experienced. A new struggle for Afrikaner identity followed which 
led to the establishment of several cultural societies, including the Broederbond 
(Milne, 1998: 4). 
 
From the earliest contact between indigenous people and colonialists, the 
indigenous people were assimilated, exploited and hunted down by both British 
and Boer. The Location Acts of 1869-84 preceded amongst others the Native 
Urban Areas Act, the Glen Grey Act of 1894, forcing indigenous and black people 
off their land and into labour under white farmers and white business (Milne, 
1998: 4). 
 
The African National Congress was established in 1912 to resist the oppressive 
legislation, policies and practices of colonialists (Milne, 1998: 4). A year later, the 
Natives Land Act, Act 27 of 1923, restricted land ownership to “native reserves” 
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where white farmers and industrialists could find cheap, unskilled labour 
(McGregor, 2006: 90). When the National Party won the 1948 election, Apartheid 
as it became known, legalised racially segregated societies for blacks, whites 
and coloureds. Discrimination in the workplace was then institutionalised by 
amongst others the Industrial Conciliation Act, Act 28 of 1956 and the Mines and 
Works Act, Act 27 of 1956 (McGregor,  2006: 92). 
 
During 1977 the Statement of Principles as proposed by American Baptist 
Minister, Reverend Leon H. Sullivan, was introduced by United States companies 
operating in South Africa as a measure of affecting social reform. By 1985 a total 
of 184 signatory companies subscribed to the Sullivan Code. These companies 
were expected to report annually on the areas described in Table 2.1 (Thomas 
and Robertshaw, 1999: 1). 
 
Table 2.1:  The Sullivan Code Reporting Areas 
AREAS DESCRIPTION 
Social justice -  
 
Referred to efforts to end discriminatory 
laws such as the Group Areas Act, the 
Population Registration Act and the Mixed 
Marriages Act. 
Education for non-employees – Included efforts to upgrade education, 
improve facilities at Black schools and the 
provision of bursaries for tertiary 
education. 
Training and Development – Referred to efforts to develop employees 
at companies through programmes of 
Black Advancement. 
Community Development Referred to efforts to assist communities at 
large through the provision or upgrading of 
community facilities such as youth centres, 
sporting and recreation facilities, access to 
water in rural areas, and the 
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AREAS DESCRIPTION 
encouragement of small black business 
development. 
 
On 8 July 1977 the Wiehan Commission under the chairperson of Professor NE 
Wiehan was appointed to investigate labour dispensation in order to provide 
more effectively for “the changing needs of the time” (McGregor, 2006: 93). Its 
recommendations included that fair and equal employment practices be 
developed by an Industrial Court by introducing “unfair labour practice” as 
criterion. The Wiehan Commission  realised that discrimination in labour on the 
basis of race, colour, sex, political opinion, religious belief, national extraction or 
social origin would have to be declared unlawful and criminal (McGregor, 2006:  
93-94).  
 
2.4 THE SOUTH AFRICAN CONTEXT 
 
From section 2.3 above, it is clear that the centuries of colonialism and racism 
almost necessitate the need to redress racial and gender discrimination in all 
spheres of the South African society. 
 
Despite years of oppression, the transition from oppression to democracy in 
South Africa is underlined by reconciliation and it is therefore fitting to quote 
Nelson Mandela (Sonn, 1991 cited Adams, 1993: 1) as follows: 
 
“To millions, Affirmative Action is a beacon of positive expectation. To others it is 
an alarming spectre which is viewed as a threat to their personal security and a 
menace to the integrity of public life.” 
 
This statement by Nelson Mandela underlines that AA instills positivism to a large 
portion of the population, while others perceive it as a threat which implies that 
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different perceptions of AA exist.  This is also the context of this research, but 
with a specific focus on the PLRO of the DRDLR: Western Cape. 
 
AA is a deliberate attempt by the current South African (SA) Government to 
create opportunities for HDI’s to gain access to employment opportunities that 
were previously inaccessible. AA is discriminatory by its nature, but a legal basis 
was created for AA in terms of amongst others the Constitution of the Republic of  
South Africa (RSA) (Act 108 of 1996), the Employment Equity Act (Act 55 of 
1998) and the Promotion of Equality and the Prevention of Unfair Discrimination 
Act, (Act 4 of 2000).  
 
Jimmy Manyi (2009: iv) writes that South Africa’s Constitution supports 
Convention 111 of the International Labour Organisation (ILO), which obliges 
signatory states to enact mechanisms of redress. He regards affirmative action, 
as a redress mechanism, as a means to an end – the achievement of equality 
through an equitable environment that broadly reflects the national demographics 
of the Economically Active Population of South Africa (Manyi, 2009: iv).  
 
According to Sonn (1991 cited Adams, 1993: 1) AA is not about right and wrong, 
but rather represents a practical and rational method to achieve restitution for 
years of denial, deprivation, devaluation and dispossession and therefore serves 
the interests of the oppressed and the business sector. He further suggests that 
AA as a corrective measure for the ills of South Africa’s history must be done in a 
South African way. He also warns against implementing AA with the emotional 
legacy as was the case in the United States (Sonn, 1991 cited Adams, 1993: 2). 
 
The Commission for Employment Equity (2009: 4) summarises the national 
demographics and the Economically Active Populations in its 2008-2009 report 
(Table 2.2). 
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Table 2.2: National Demographics and Economically Active Population 
National population distribution 
(Census 2001) 
Economically Active (QLFS, 
September 2008) 
Population 
Group 
Male Female Total Male Female Total 
African 16,887,830 18,528,336 35,416,166 7,002,000 6,169,000 13,171,000 
 37.7% 41.4% 79.0% 39.4% 34.7% 74.1% 
Coloured 1,920,426 2,074,079 3,944,505 1,042,000 864,000 1,906,000 
 4.3% 4.6% 8.9% 5.9% 4.9% 10.8% 
Indian 545,050 570,417 1,115,467 340,000 207,000 547,000 
 1.2% 1.3% 2.5% 1.9% 1.1% 3% 
White 2,080,734 2,212,905 4,293,639 1,208,000 944,000 2,152,000 
 4.6% 5.0% 9.6% 6.8% 5.3% 12.1% 
Total 21,434,040 23,385,737 44,819,777 9,592,000 8,184,000 17,776,000 
 47.8% 52.2% 100% 54% 46% 100% 
 
From Table 2.2 it is clear that Africans constitute the largest portion, at 79% of 
the total population. There are more whites (9.6%) than Coloureds (8.9%) and 
Indians (2.5%) in South Africa. Africans form the largest portion of the 
Economically Active Population at 74.1%, which is less than the portion (79%) of 
the total population. However, the portions of Economically Active Population for 
whites (12.1%), Coloureds (10.8%) and Indians (3%) respectively are relatively 
more than its respective portions of the total population. 
 
The Commission for Employment Equity (2009: 5) states that it analysed 7229 
employment equity reports for the period 2008 to 2009. From these reports it was 
determined that the skilled level Africans constitute 49.81% of the total workforce, 
but at the next level (professionally qualified/mid management) its representation 
is only 21.04%.  According to the Commission for Employment Equity (2009: 6) 
the opportunity for promotion is disproportionately in favour of the White group. 
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2.5 PERCEPTIONS, REALITY, ASSUMPTIONS AND STEREOTYPES 
 
Milne (1998: 10) defines perceptions as points of view that other people have 
about reality and she describes reality as the point of view we have about the 
truth. According to Milne (1998: 10) perceptions and assumptions have an impact 
on our belief system, while the latter may determine what is possible for us to 
perceive.   
 
Milne (1998: 10) further makes the point that humans are creatures of habit, and 
therefore any change makes people uncomfortable. This becomes an obstacle in 
coping with unusual or non - typical situations and provides challenges in 
interactions where the habitual expectations of a person is not met by another 
(Milne, 1998: 10). 
 
According to Milne (1998: 11) assumptions are natural and essential to any plans 
that must be made, but there is a tendency to see assumptions as undesirable 
when it was wrong and led to imperfect decisions. She points out further that the 
most challenging problem is being unaware of the most basic assumptions most 
of the time. She suggests that it is best to focus on what needs to be done to 
protect individuals and their organisations against the mistakes resulting from 
wrong assumptions. Diverse decision-making groups and the creation of 
environments in which assumptions are challenged are two ways in which 
individuals can protect themselves and their organisations against the results of 
wrong assumptions. Milne (1998: 11) also suggests that the diverse experiences 
of work teams should be used to challenge the damaging stereotypes that all 
people have.  
 
The working of assumptions, bias, stereotype and prejudice as proposed by 
Milne (1998: 10) is summarised in Figure 2.1. 
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(2) 
Perceptions and 
assumptions help 
create our belief system 
(1) 
Experience and 
learning influence 
perceptions 
(3)  
Biases serve as 
filtering lenses that 
colour reality 
(4) 
Stereotyping prevents 
the questioning of 
learning and 
experience 
 
(5)  
Prejudice is the result 
of unchallenged 
learnings, assumptions 
and stereotypes 
 
In terms of Milne’s model, it can be said that perceptions of AA stem from 
experience and learning and inform a person’s belief system. Biases lead to 
selective acceptance of reality and could prevent some people to understand 
how and why AA can redress the injustice of the past when everybody is equal 
before the law. Stereotyping prevents people to change even when past 
experience or learning was fundamentally wrong and even immoral. When 
people do not learn about each other’s past experience, learnings and 
assumptions, the resultant prejudice could prevent them from treating each other 
as equals or accepting each other for what he she knows and understands. 
 
Figure 2.1: Working of Assumptions, Bias, Stereotype and Prejudice 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
According to Hofmeyr (1997 cited Thomas and Robertshaw, 1999: 3) “if morale is 
low and perceptions of management are poor, it is unlikely that we will obtain 
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high productivity. There is a positive correlation between high performing 
countries internationally and positive attitudes of employees and managers”. 
Similarly, negative perceptions about AA, could negatively affect the performance 
and interpersonal relations of employees. 
 
2.6 STAGES OF AA 
 
According to Herholdt and Marx (1999: 4) the Sullivan era reflects the phase in 
which efforts were directed towards eradicating race-based discrimination. The 
next phase was the equal employment opportunity approach. Blacks were 
able to compete equally for jobs in this phase, but they were prejudiced by poor 
education standards and lack of experience. 
 
The phase of forced black advancement in which Blacks were appointed and 
promoted on a preferential basis resulted from increased pressure from black 
trade unions and legislation to establish a more representative workforce. 
Consequences of this phase included protests by whites against reverse 
discrimination, tokenism and favouritism, the poaching of qualified and 
experience Black employees by white-owned organisations, resulting job hopping 
by Black employees and accusations of window-dressing against organisations 
that implemented black advancement. However, this approach negatively 
influenced staff morale and productivity and often led to the ostracising of 
beneficiaries (Herholdt and Marx, 1999: 4-5). 
 
The phase of black upliftment then follows and emphasised the idea that 
organisations have a social responsibility towards its employees. In practice 
however, despite the implementation of social responsibility uplifted blacks were 
not allowed to progress up the organisational ladder (Herholdt and Marx, 1999: 
5). Similarly, some organisations who invested in the uplifted blacks were 
disillusioned by job hopping blacks who were poached by other organisations 
(Herholdt and Marx, 1999: 5). 
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Phase 1:  
Eradicate  
Race-based 
Discrimination 
Phase 2:  
Equal  
Employment  
Opportunity 
 
 
Phase 3: 
Forced  
Black 
Advancement 
Phase 4: 
Black  
Upliftment 
Phase 5:  
Black  
Development 
The final phase refers to the development of blacks in which specially designed 
programmes were enhanced by mentorship that were linked to individualised 
career planning, with accelerated advancement as a central component 
(Herholdt and Marx, 1999: 6). 
 
The final phase follows a strategy in which diversity is managed and its 
underlying assumption is that AA can only succeed if an organisation has 
adopted a total cultural mind set change. This phase emphasise the integration 
and harnessing of human uniqueness benefiting the organisation and its 
employees (Herholdt and Marx, 1999: 6). 
 
The different stages of AA are illustrated in Figure 2.2. 
 
Figure 2.2: The Stages of AA 
 
 
 
 
 
 
 
 
 
 
 
 
The Stages of AA 
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According to Nkomo and Cox (1996 cited Horwitz, Nkomo, Rajah, 2004: 13), 
many organisations around the world implemented diversity management 
initiatives. However, South African organisations are behind in the adoption of 
such practices according to Horwitz et al (2004: 13). The majority of 
organisations can be classified as monolithic companies in which blacks were 
expected to adopt the culture of the white dominant group (Strydom and Erwee, 
1998 cited Horwitz et al, 2004: 13). The result is that most SA organisations 
utilise the discrimination and fairness paradigm in managing diversity (Ely and 
Thomas, 2001 cited Horwitz et al, 2004: 13). 
 
Horwitz et al (2004: 14) make the point that the adoption of strategies to value 
and manage diversity must consider the specifics of the local and historical 
context. They illustrate this approach by citing how First National Bank 
addressed the dual challenge of low employee morale due to perceptions of 
racism among black employees and feelings of reverse discrimination among 
white employees and a business need to increase checking account revenues 
from the growing black urban population. First National Bank has done this 
through cultural diversity awareness training, and expected all managers to 
spend two days in an African township to improve their understanding of 
customer needs (Sunday Times, 2002 cited Horwitz et al, 2004: 14). 
 
Irrespective what the perceptions of AA are, employment equity for Africans in 
the professionally qualified/mid management levels still needs redress.  
 
2.7 THEORIES 
 
Theories of AA namely relative deprivation theory, social identity theory, 
procedural justice and liberal, libertarian and egalitarian perspectives are 
discussed.   
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2.7.1 Relative deprivation theory 
 
Runciman (1966, 1972 cited Blanchard and Crosby, 1989: 112) refers to 
deprivations felt on behalf of one person and one’s reference group (called 
fraternal by Runciman and collective by Blanchard and Crosby). Blanchard and 
Crosby (1989: 112) describe collective relative deprivation as “the feeling of 
discontent experienced as a result of a disadvantageous comparison between 
one’s group and outgroup”. 
 
This “feeling of discontent” is likely to inform or reinforce negative perceptions of 
AA.  Discontent would also imply that those who experience this feeling will find it 
difficult to understand the purpose of AA. 
 
2.7.2 Social identity theory 
 
Social identity is defined as “part of an individual’s concept of self (concept) 
which derives from his knowledge of his membership of a social group (groups) 
together with the value and emotional significance attached to that membership” 
(Tajfel, 1978, Taylor and Dubé, 1986 cited Blanchard and Crosby, 1989: 112). 
 
According to Blanchard and Crosby (1989: 112) the basic assumption of this 
theory is that individuals strive for a positive social identity. The theory holds that 
if a favourable and distinct position for individuals’ ingroup cannot be achieved 
individuals will seek membership in a more positively valued group. Where 
individuals cannot leave their group for objective reasons, collective action 
strategies become more prominent provided they experience collective relative 
deprivation (Blanchard and Crosby, 1989: 112). 
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2.7.3 Procedural justice theory 
 
This theory holds that people value justice in general (Lerner, 1981 cited 
Blanchard and Crosby, 1989: 113) and procedural justice in particular (Lind and 
Tyler, 1988 cited Blanchard and Crosby, 1989: 113). 
 
In terms of this theory people will endorse collective actions that appear to be fair 
and reject collective actions that appear to be unfair (Blanchard and Crosby, 
1989: 113). 
 
AA in the workplace can be regarded as collective actions that benefits one 
group more than others, or not at all, depending on the employment equity status 
at designated employers. The group that is on the receiving end of AA will 
naturally view AA as unfair, which could inform the perceptions it holds of AA. 
 
The foregoing theories essentially focus on views of individuals and groups of 
themselves and relation to others. These views are informed by their perceptions 
of disadvantages (or relative deprivation), advantages or disadvantages of 
membership to a specific group and fairness. 
 
2.7.4 Egalitarian, libertarian and liberal perspectives 
 
Swanepoel et al (2003: 124) describes an egalitarian as “someone who holds 
that the distribution of goods in a just society shall be according to the principle of 
“equal shares”, irrespective of differences among individuals in their respective 
contributions to the creation of a society’s wealth”. Those who support AA might 
well use this as a justification for an AA policy, because although the 
beneficiaries of AA have “equal shares” of South Africa the playing field is not 
level for all groups considering the country’s history. It could also be argued that 
South Africa’s history is in fact a reason why individuals are unable to contribute 
equally to the creation of its wealth. 
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A libertarian believes that social goods must be distributed according to merit and 
that the state should focus primarily on protecting the individual’s freedom to 
pursue his or her own goals (Swanepoel et al, 2003: 125). This might well be an 
argument that those disadvantaged by AA can raise, because AA could limit their 
upward mobility within an organisation and infringe upon their liberties. 
 
According to the liberals, although individuals are free to pursue their divergent 
ends, it must be recognised that they are indebted to society and as a 
consequence society is obliged to distribute wealth more equally (Swanepoel et 
al, 2003: 125). 
 
Equity and merit are central themes to these theories and could explain why 
individuals hold particular perceptions of AA. 
 
2.8 CONCLUDING REMARKS 
 
The foregoing overview merely represents important highlights in the South 
African history, but certainly is indicative of the entrenchment of perceptions, 
attitudes, prejudice, stereotypes and discrimination between groups of people 
over long periods of time. Changing the resulting mindset must therefore include 
dealing or confronting all these phenomena and would require particular 
intervention strategies by employers. This also requires government to provide 
the statutory guidelines.  
 
There is also an apparent evolution of the application of AA from a very 
restrictive approach to a broader application guided by human rights principles, 
justice and fairness. Theories described above provide possible explanations 
how perceptions of AA are informed by an individual’s perspective on deprivation 
experienced by himself or his group, concept of self and membership to a 
positively valued group, procedural justice, equity and merit. The broader 
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application of AA is also apparent in the relevant legislation that is discussed in 
Chapter 3. 
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CHAPTER 3 
 
THE LEGISLATIVE CONTEXT 
 
3.1 INTRODUCTION 
 
Only important relevant legislation will be discussed to illustrate how AA is being 
regulated in the RSA. This legislation is instrumental to the successful 
implementation of AA and includes the Constitution, the Employment Equity Act 
(EEA), the Labour Relations Act (LRA), the Skills Development Act (SDA) and 
the Promotion of Equality and Prevention of Unfair Discrimination Act. 
 
This chapter also deals with sub-problems one, four and five. Legislation plays a 
role to change old perceptions and reinforce more positive perceptions. 
 
3.2 THE CONSTITUTION OF THE REPUBLIC OF SOUTH AFRICA, ACT 108 
OF 1996 
 
Section 9 of the Constitution specifically deals with equality and empowers the 
government to take legislative and other measures to protect or advance 
persons, categories of persons, disadvantaged by unfair discrimination.  
 
3.3 EMPLOYMENT EQUITY ACT, ACT 55 OF 1998 (AS AMENDED) 
 
Section 9 of the Constitution resulted in the promulgation of the EEA which aims 
to achieve equity in the workplace by: 
 
“(a) promoting equal opportunity and fair treatment in employment through the 
elimination of unfair discrimination; and 
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(b) implementing affirmative action measures to redress the disadvantages in 
employment experienced by designated groups, in order to ensure their 
equitable representation in all occupational categories and levels in the 
workplace.” 
 
All employers and employees are protected under the EEA, except for members 
of the South African National Defence Force, the National Intelligence Agency 
and the South African Secret Service (Swanepoel et al, 2003: 129). 
 
Section 15 (2) of Act 55 of 1998 prescribes that AA measures must include: 
 
“(a) measures to identify and eliminate employment barriers, including unfair 
discrimination, which  adversely affect people from designated groups; 
 
(b) measures designed to further diversity in the workplace based on equal 
dignity and respect for all people; 
 
(c) making reasonable accommodation for people from designated groups in 
order to ensure that they enjoy equal opportunities and are equitably 
represented in the workforce of a designated employer; 
 
(d) Subject to subsection (3), measures to: 
 
i. Ensure the equitable representation of suitably qualified people from 
designated groups in all occupational categories and levels in the 
workforce; and 
 
ii. Retain and develop people from designated groups and to implement 
appropriate training measures, including measures in terms of an Act of 
Parliament providing for skills development.” 
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Section 20 of the EEA requires designated employers to draft an employment 
equity plan that broadly indicates how it is going to achieve employment equity. 
The employment equity plan must include: 
 
i. The objectives to be achieved annually. 
 
ii. The AA measures it will implement (See Section 15 (2) above). 
 
iii. The numerical goals to redress the under representation of suitably qualified 
people from designated groups for each occupational category.  
 
iv. The duration of the plan. 
 
v. Monitoring and evaluation procedures. 
 
vi. Internal dispute resolution procedures and  
 
vii. Who will be responsible for monitoring and evaluation within the designated 
employer.  
 
Section 20 (3) states that “…a person may be suitably qualified for a job as a 
result of any one of, or any combination of that person’s- 
 
i. Formal qualifications. 
 
ii. Prior learning.  
 
iii. Relevant experience or 
 
iv. Capacity to acquire, within a reasonable time, the ability to do the job: 
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Chapter IV of the EEA provides for the establishment of the Commission for 
Employment Equity. This Commission is required to report annually on the status 
of employment equity in South Africa and has released its latest report on 25 
August 2009 (Commission for Employment Equity: 2009). 
 
The employment equity plan is a useful document to ensure that all role players 
within an organisation are consulted, involved and aware of the significance of 
employment equity for the organisation and the South African society. It therefore 
has the potential to influence perceptions of AA depending on the level of 
involvement of the role players in the development of the employment equity plan 
as well as their knowledge and understanding of its content. 
 
3.4 THE LABOUR RELATIONS ACT, ACT 66 OF 1995 
 
In terms of Section 1 of this Act, its purpose is to: 
 
“advance economic development, social justice, labour peace and the 
democratisation of the workplace by fulfilling the primary objects of this Act.” 
 
Section 1 (a) of the said Act defines its objectives as: 
 
(a) To give effect to and regulate the fundamental rights conferred by Section 
27 of the Constitution (of the Republic of South Africa); 
 
(b) To give effect to obligations incurred by the Republic (of South Africa) as a 
member state of the International Labour Organisation;  
 
(c) to provide a framework within which employees and their trade unions, 
employers and employers’ organisations can: 
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i. collectively bargain to determine wages, terms and conditions of 
employment and other matters of mutual interest and 
 
ii. formulate industrial policy and  
 
(d) to promote- 
 
i. orderly collective bargaining; 
 
ii. collective bargaining at sectoral level; 
 
iii. employee participation in decision-making in the workplace; and 
 
iv. the effective resolution of labour disputes. 
 
The LRA clearly promotes socio-economic rights and justice in democracy in the 
workplace. It also emphasises the involvement and inclusion of workers in 
decisions in the workplace through the principle of collective bargaining. 
 
3.5 THE SKILLS DEVELOPMENT ACT, ACT 97 OF 1998 
 
The SDA came into effect on 1 February 1999. The objects of this Act are stated 
in Section (1) as: 
 
i. “To provide for a skills development strategy which is flexible, accessible, 
decentralised, demand-led and based on partnerships between the public 
and private sectors; 
 
ii. To improve the competency levels of the workforce in order to promote the 
level of responsibility of employees and to enable employers to achieve 
rising levels of productivity and competitiveness; 
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iii. To enable persons of working age who are out of work to obtain nationally 
recognised qualifications indicating work readiness; 
 
iv. To enable persons to enter and maintain and remain in employment or 
become self employed and enjoy a rising standard of living; and 
 
v. To provide for special assistance to target groups to enter and remain in 
employment or become self-employed (Swanepoel et al, 2003: 110) 
 
The skills development model provides a useful mechanism to equip AA 
candidates with the required skills and knowledge to play productive roles within 
their organisations according to recognised internal and external standards. 
 
3.6 THE PROMOTION OF EQUALITY AND PREVENTION OF UNFAIR 
DISCRIMINATION ACT, ACT 4 OF 2000 
 
This Act also gives effect to Sections 9, 10 and 16 of the Constitution. This Act 
specifically prohibits hate speech, harassment and all forms of discrimination on 
the basis of race, gender and disability. However, in terms of (Section 5(3) of this 
Act, it “does not apply to any person to whom and to the extent to which the 
Employment Equity Act, 1998 (Act 55 of 1998), applies”. 
 
3.7 CONCLUDING REMARKS 
 
The legislation described in this Chapter highlights the importance of equality and 
the deliberate and planned advancement of HDI’s through employment equity, 
skills development and the democratisation of the workplace. The legislation 
provides employees and employers with clear guidelines on how employment 
equity should be pursued and particularly the role of AA in the transformation of 
the workplace and society in general.  
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In the historical and legislative context there are clear cut beneficiaries which 
imply that there will also be non-beneficiaries. However, both beneficiaries and 
non-beneficiaries will have their respective perceptions about the benefits and 
disadvantages of AA which are informed about their views on fairness and 
equality in the workplace. Hence, the need to manage these perceptions 
effectively to promote greater understanding and tolerance of diversity. Chapter 4 
identifies these perceptions and the management thereof as discussed in 
literature. 
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CHAPTER 4 
 
PERCEPTIONS OF AA 
 
4.1 INTRODUCTION 
 
Criticism of AA, perceptions of AA and the management thereof are discussed in 
this chapter. The management of the perceptions of AA includes the changing of 
perceptions, guidelines to planning, critical success or failure factors and 
minimum company expectations. 
 
Chapter 4 answers sub-problems one, four and five. 
  
4.2 CRITICISM OF AA 
 
According to Vermeulen and Coetzee (2006: 53) AA is accused of the following:  
 
i. AA is reversed discrimination (Thomas, 2002) 
 
ii. AA appointees are less competent than some other applicants, lack the 
necessary skills and are appointed to fill quotas or to window-dress (Van 
Jaarsveld, 2002).  
 
iii. AA implies inferiority and it stigmatises its beneficiaries (Resendez, 2002). 
 
iv. AA decisions are based on preferential treatment rather than on merit 
(Elkins, Bozeman and Phillips, 2003). 
 
v. AA is retribution against white people (Swim and Miller, 1996). 
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According to Sowell (1990 cited Peron, 1992: 4-5) the following five major 
problems exist with AA: 
 
i. Preferential programs have tended to persist and expand in scope. 
 
ii. The members of designated groups who are already more fortunate have 
benefited disproportionately. 
 
iii. A tendency for group polarisation to increase. This seems to be a view 
supported by Madi (1997: 76) when he writes that the new South Africa 
threatens to produce black-on-black racism which manifests itself for 
example in black subordinates refusing to take instructions from a black 
boss, black waiters ignoring a black patron at a restaurant, black colleagues 
ignoring a suggestion from another black colleague and black professionals 
preferring their legal, accounting, medical or any other professional work to 
be done by a white firm of professionals.  
 
iv. Widespread fraudulent claims of belonging to the designated groups and 
 
v. Lack of data on the actual outcomes. 
 
4.3 PERCEPTIONS OF AA 
 
4.3.1 Demoralisation of blacks 
 
Steele (1990 cited Mills, 1994: 41) writes that a kind of demoralisation is the most 
troubling effect of racial preferences for blacks and the quality that earns blacks 
preferential treatment is an implied inferiority. The consequence of this is that in 
integrated situations blacks “encounter a nasty little reflex in whites, a mindless, 
atavistic reflex that responds to the color black with negative stereotypes, such 
as intellectual ineptness” (Mills, 1994: 41). He writes further that similarly blacks 
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are aware of the reflex that their color triggers and are filled with horror that they 
are reflected in this way (Mills, 1994: 42).  
 
For Steele, preferential treatment results in blacks having conflict with an 
expanded realm of debilitating doubt, which becomes an unrecognised 
preoccupation undermining their ability to perform, especially in integrated 
situations (Mills, 1994: 42). According to Kennedy (1994: 53) the opponents of 
AA argue that it drains the internal morale of blacks and makes them vulnerable 
to a dispiriting anxiety that they do not deserve. Kennedy (1994: 53) argues 
though that it is incorrect to say that AA demoralise blacks. He substantiates on 
the basis that blacks see AA as social justice and are sceptical about claims of 
meritocracy (Kennedy, 1994: 53). 
  
4.3.2 Lower standards, new kinds of discrimination, competent whites are    
 replaced with less competent blacks 
 
According to Herbert (1994: 10) black advancement or AA evokes fears that 
standards will be lowered, new kinds of discrimination will develop, as well as the 
misconception that competent whites will be replaced with less competent 
blacks. Consequently this will result in “the dwindling of the bottom line, the loss 
of the work ethic and the ultimate decline of the economy.” Herbert (1994: 10) 
states further that decision makers hide behind these fears and misconceptions 
and little or no communication exists between top (white) management and black 
middle and junior management about their respective opinions on AA. It is his 
opinion that the lack of transparency makes many black managers more 
frustrated about the uncertainty regarding their career paths (Herbert, 1994: 10). 
 
Herbert (1994: 29) writes that AA is accused of being racism in reverse and 
implies that the advancement of blacks at the expense of whites is similar to the 
previous advancement of whites at the expense of blacks. Herbert (1994: 29) 
believes that in South Africa AA is a “lost cause” without race and concedes that 
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AA is indeed discrimination in reverse. However, his argument is that it is 
necessary, positive discrimination and without an initial period of reverse 
discrimination, AA will not grow within two decades (Herbert, 1994: 29-30). 
Madi (1997: 48) writes that “affirmative action: 
 
i. Acknowledges the South African reality of inequality. 
 
ii. Is a means towards an end, that end being equity and 
 
iii. Is certainly an unequal treatment of unequals. In fact, even our constitution 
does admit that affirmative action constitutes discrimination”.  
 
According to Albie Sachs (1993 cited Herbert, 1994: 34) “it is not so much that 
we wish to Africanise the workplace as that we seek to South Africanise it”. 
Herbert (1994: 34) believes that the South Africanising of the workplace will 
sustain and fulfill the AA process during the next decade. According to him the 
indiscriminate Africanising of the workplace will be worse than the present profile 
of corporate South Africa (Herbert, 1994: 34). That is why he supports the setting 
of targets which are simple, provide goal posts, allow for maximum transparency 
and the means to compare progress with demographic realities (Herbert, 1994: 
34-35) 
 
4.3.3 Tokenism 
 
Herbert (1998: 39) writes that in the rush of companies to appoint many black 
faces in high places, chances are higher that wrong black talent will be 
appointed. According to Jacko Maree this wrong appointment of blacks also 
reinforces the perception that “AA is equal to tokenism, which represents a net 
loss in standards” (1992 cited Herbert, 1998: 39). Herbert (1994: 39) states that 
proponents of this type of argument “strengthen existing myths and prejudices 
about blacks”.  
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According to Maritz (2002: 7), tokenism due to AA resulted in managers leading 
subordinates who are underperforming against the required standards of the 
organisation. This in turn reinforces informal and institutional discrimination and it 
is the role of the manager to ensure that the organisational climate remains 
comfortable. 
 
4.3.4 Stigmatisation 
 
According to Steele (1994: 44) racial preference in the workplace stigmatise the 
already stigmatised. He believes that the “subtle” discrimination of blacks is often 
discrimination against the stigma of questionable competence resulting from AA 
(1994: 44). According to Kennedy (1994: 52) the opponents of AA argues that AA 
stigmatise blacks, because by implication it means that blacks cannot compete 
with whites on an equal basis. He is further of the opinion that the presence of 
blacks across a broad spectrum of institutions defies conventional stereotypes 
about the place of blacks and enhances the idea that blacks can and must 
participate in all areas of our (American) national life (1994: 52). 
 
Motileng et al (2006: 14) write that stigmatisation of AA employees accompanies 
stereotyping. Participants in their study reported that there are people within their 
organisation who believe that AA employees are not appointed because of their 
abilities and skills. This supports the findings of Gillis, R.E., Gomes, R.,    
Valliere, P., Doyon, J. (2001 cited Motileng et al, 2006: 14) that AA employees 
are regarded as having acquired positions “because of their race instead of 
ability and efforts”. 
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4.4 MANAGING PERCEPTIONS OF AA 
 
4.4.1 Changing perceptions 
 
According to Vermeulen and Coetzee (2006: 53) affirmation in South Africa can 
be successful if organisations understand how perceptions influence employees’ 
attitudes and behaviour. The authors explain that the negative attitude towards 
AA is due to a perception that organisations are not committed to fairness. 
 
Finnemore (1996: 208) writes that the difficulties of AA include the shortage of 
well trained and educated job applicants from disadvantaged communities in 
specific skills and the resistance from white and generally male employees. She 
suggests that affirmative action policies and agreements might overcome barriers 
to such resistance and the organisation needs to reassure employees that it is 
concerned with the latter’s own development. 
 
According to Finnemore (1996: 207)  the implementation of AA may involve 
agreements that will amongst others prepare, educate and gain commitment and 
participation from existing employees, to motivate and develop career paths for 
employees internally, provide education and development programs to previously 
disadvantaged employees, establish mentoring programs and evaluate the 
performance of appointed mentors and support the development of female 
employees and the removal of gender discrimination. The emphasis thus is on 
providing support and creating an environment in which affirmed candidates can 
fulfill their roles within organisations. 
 
Maritz (2002: 7) supports the development of work ethic in employees and is of 
the opinion that the personal commitment of employees to reach goals that they 
personally helped to develop will internalise belief in their organisation and 
improve productivity. The participation of employees in policy and rules 
  
39 
 
development as best management practice can therefore address negative 
perceptions about AA. 
 
Herbert (1994: 73) writes that it takes time to cross the bridge of separation and 
alienation and many whites and blacks must still discover each other as equals 
on the human level. He also suggests that AA policy must be explained as a 
“strategic business plan”, because white resistance will drop and even disappear 
if they are more exposed to the business sense of AA (Herbert, 1994: 73). 
 
4.4.2 Guidelines to AA planning 
 
Siko (1993: 3) suggested the following guidelines to AA planning to facilitate 
amalgamation of the various defense forces that existed prior to the advent of 
democracy in South Africa, which should be helpful in determining how to 
improve the management of perceptions of AA: 
 
i. Policy – A written commitment to the AA policy is required with a top official 
leading a committee that has the responsibility and authority to direct and 
implement the programme.  
 
ii. Analysis – Survey current discriminatory employment laws or practices 
relating to the entire defence force.  
 
iii. Strategy formulation – develop goals to improve utilisation of human 
resources by reviewing the whole employment system. 
 
iv. Implementation and evaluation – establish an internal audit and reporting 
system to monitor and evaluate progress in each area of the programme. 
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4.4.3 Critical success or failure factors 
 
Siko (1993: 3) provides the following critical success or failure factors for AA: 
 
i. Recognise people development as a key strategic objective. 
 
ii. People development is a line responsibility. 
 
iii. Top management must be committed to AA. 
 
iv. Joint manager and subordinate responsibility. 
 
v. Promotion on merit. 
 
vi. Explore prejudices and stereotypes. 
 
vii. Strict monitoring and  
 
viii. Willingness of the disadvantaged to develop themselves. 
 
The following critical success factors exist for employment equity: 
 
i. Employment equity: A strategic commitment: A long term active 
commitment of senior manager is required to implement, monitor, evaluate 
and gearing certain aspects of the reward system of equity. They believe 
that in order to develop people there is a need for workforce succession and 
career planning to be tied into the strategic plan (Human, Bluen and Davies, 
1999: 33). 
 
ii. Staffing: The authors suggest that “a goals and timetables approach 
balances the need to proactively redress the underutilization of qualified 
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Blacks, women and the disable via external recruitment with the need to 
develop and promote internal candidates in a process which remains 
sensitive to the realistic and legitimate career aspirations of competent 
white men” (Human, Bluen and Davies, 1999: 33). 
 
iii. The role of line management and organisational culture: According to 
Human et al line managers must be willing to recruit, develop and promote 
formerly exclude groups. This happens when line managers are trained in 
and held accountable for the management and development of their 
subordinates (Human, Bluen and Davies, 1999: 34). The definition of 
organisational culture must support the effectiveness of that organisation 
(Human, Bluen and Davies, 1999: 43). 
 
iv. The role of the human resources function: This function must be proactive 
in identifying and diagnosing problems, proposing solutions and influencing 
line mangers in the organisation’s chosen strategic direction (Human, Bluen 
and Davies, 1999: 46-47). 
 
v. Contracting to black and female-owned business: An attempt must be made 
to redress the unjust imbalances in economic power cause by Apartheid 
(Human, Bluen and Davies, 1999: 47). 
 
Motileng et al (2006: 14-15) make the following recommendations for the 
implementation of AA in the media company where their study was conducted: 
 
i. Management must understand employees’ attitudes to human resource 
management in general and AA in particular. 
 
ii. A more concerted effort should be made towards creating a shared culture. 
This implies recognition for the diversity within the organisation. 
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iii. Promote ownership of the change process and achieve buy-in from all 
employees by ensuring their active participation in the change process and 
 
iv. AA should be linked with increased intergroup contact and dialogue. 
 
The said critical success factors provide guidelines to ensure the success and 
acceptance of AA as part of managing perceptions and change within 
organisations. All role players of an organisation are critical for the successful 
implementation of AA; hence their input must be recognised, valued and must 
inform strategic decisions. 
 
4.4.4 Minimum company expectations 
 
Herbert (1994: 60) proposes that recruitment, selection, testing, training, 
development, appraisal and promotion policies must be formalised and by 
implication it must be written, explained and unrestrictively accessible. He further 
suggests that these policies must stand on two legs, namely minimum 
requirements and minimum expectations. He coins a new concept called 
minimum company expectations, which again must be written, explained and 
unrestrictively accessible. These minimum company expectations will allow an 
employee to view him or herself against these expectations, it will terminate 
dubious double standards and will lead to a corporate environment that promotes 
meritorious advancement (Herbert, 1994: 62).  
 
4.5 CONCLUDING REMARKS 
 
It must be accepted that AA is taking place in the context of the history of South 
Africa and earlier measures of AA. This has informed the existing legislation and 
the need for transformation in South Africa. There should thus be a strong 
emphasis on all factors that could influence change within organisations.  
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From the literature it is clear that perceptions exist that could influence the 
successful implementation of AA and the achievement of employment equity. 
These perceptions can however be managed by recognising and acknowledging 
it and include it as part of the strategic management of organisations. The 
involvement of all stakeholders is crucial for the effective management of the 
perceptions of AA having due regard to the critical success factors referred to in 
paragraph 4.4.3 of this chapter. 
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CHAPTER 5 
 
THE EMPLOYMENT EQUITY (EE) PLAN OF THE DEPARTMENT OF RURAL 
DEVELOPMENT AND LAND REFORM (DRDLR) 
 
5.1 INTRODUCTION 
 
This chapter focuses on the EE Plan of the DRDLR and answers sub-problem 3 
in respect of the achievement of employment equity within the DRDLR. The 
guiding principles, objectives, workforce demographics, workplace analysis, 
workplace environment, numerical targets, AA measures, monitoring and 
evaluation, consultation, communication accountability framework and the 
monitoring and evaluation of the EE plan will be discussed. 
 
The EE Plan that was consulted is valid for the period 1 April 2009 to 31 March 
2014. The DRDLR’s EE Plan is a combination of the individual and context 
specific EE Plan of each chief directorate (CD) within the DRDLR (2009: 2). 
 
5.2 THE GUIDING PRINCIPLES  
 
The guiding principles of the EE Plan (DRDLR, 2009: 3) are as follows: 
 
i. Redress  
 
The DRDLR defines redress for the purposes of its EE Plan as “to set right, 
remedy or repair”. It uses EE as a vehicle to redress past systematic inequalities 
within the employment environment that were caused by apartheid policies and 
practices.  
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ii. Fairness 
 
The DRDLR defines fairness in terms of its EE Plan as “free from bias, 
dishonesty, or injustice”. It intends to follow fair process with its HR policies and 
procedures and will identify and eliminate any form of discrimination. 
 
As discussed in section 4.4.1 a commitment to fairness will avoid the negative 
attitude towards AA. 
 
iii. Diversity 
 
The DRDLR refers to diversity as “difference in respect of race, gender, ethnic 
origin, religion, language, culture, age and social class”. The DRDLR (2009: 3) 
places a high value on diversity and wants to establish a diverse workforce in 
terms of race, gender and other demographic features.  
 
5.3 OBJECTIVES 
 
The DRDLR’s objectives guide the design and implementation of its EE Plan and 
will ensure that the EE Plan supports the principles of equity and diversity in 
workplace practices and processes (DRDLR, 2009: 5).  
 
The DRDLR (2009: 4) aims to: 
 
i. Achieve equitable representation of designated groups across all 
occupational levels in line with the NEAP as presented in Table 5.1. The 
targets in Table 5.1 are reflective of the National Economically Active 
Population demographics as reported by Statistics SA in its Quarterly Labour 
Force Survey of September 2008. 
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Table 5.1: Demographic Group vs NEAP 
Demographic 
group 
African 
Male 
(AM) 
African 
Female 
(AF) 
Coloured 
Male 
(CM) 
Coloured 
Female 
(CF) 
Indian 
Male 
(IM) 
Indian 
Female 
(IF) 
White 
Male 
(WM) 
White 
Female 
(WF) 
Persons 
with 
Disabilities 
(PWD) 
NEAP 40.3% 33.9% 5.2% 4.9% 2.1% 0.9% 6.8% 5.7% 2.5% 
 
ii. To achieve this, annual targets will be set per demographic group in each 
occupational level, using the NEAP as the desired goal, but also taking the 
following Cabinet directives into account: 
 
· Desired gender representation at SMS levels is 50% female, 50% male. 
 
· Desired representation of PWD at all occupational levels is 2.5%. 
 
iii. Identify and eliminate all forms of unfair discrimination in the workplace. 
 
iv. Implement positive AA measures that place emphasis on advancing 
employees from designated groups, while ensuring that non-designated 
employees are not unfairly deprived of opportunities for growth and 
advancement in their careers. 
 
v. Create an environment that is accessible and accommodating of people with 
disabilities. 
 
vi. Target the recruitment of women and people with disabilities from middle 
management upwards (DRDLR, 2009: 5). 
 
The stated objectives clarify in broad terms the extent to which the Department 
want to achieve employment equity. It addresses all designated groups and take 
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into account what national government expects in terms of numerical targets for 
employment equity. However, these objectives do not specifically address how 
the DRDLR will deal with neither the consequences of AA for non-designated 
groups nor the perceptions of AA by non-designated and designated groups. 
 
5.4 WORKFORCE AUDIT  
 
The DRDLR’s previous EE Plan covered the period 2006 to 2009. Table 5.2 and 
Figure 5.1 illustrate that the DRDLR does have a diverse workforce and has 
overall made good progress against its numerical targets in the previous 
reporting period on its employment equity (DRDLR, 2009: 5-6).  
 
The DRDLR has overachieved on its overall numerical targets for AM and AF 
with 6.5 % and 7.5 % respectively. Its overall progress for AF also exceeded the 
NEAP for AF with 4.9 %. The 0 % progress for some of the groups against up to 
50 % and 60 % for AM and AF respectively could reinforce perceptions of 
reverse discrimination by other groups on top management.  
 
Table 5.2: DRDLR Numerical Progress: 2006-2009 
    AM CM IM WM AF CF IF WF 
2006 60.0% 0.0% 0.0% 0.0% 40.0% 0% 0% 0% Top management  
(levels 15 – 16) 2009 50.0% 8.3% 0.0% 0.0% 33.3% 8.3% 0.0% 0.0% 
2006 38.8% 1.5% 3.0% 25.4% 17.9% 4.5% 1.5% 7.5% Senior management  
(levels 13 – 14) 2009 37.5% 4.2% 4.2% 15.6% 28.1% 1.0% 3.1% 6.2% 
2006 33.1% 3.7% 1.9% 18.0% 24.5% 2.9% 2.3% 13.5% Professional  
(levels 9-12) 2009 39.4% 3.2% 1.9% 12.3% 30.4% 3.1% 1.4% 8.3% 
2006 30.6% 4.2% 1.2% 7.9% 27.1% 5.0% 1.8% 22.2% Skilled technical  
(levels 7-8) 2009 35.0% 2.8% 0.6% 3.7% 38.6% 5.6% 1.5% 12.2% 
2006 22.7% 5.4% 0.5% 3.6% 33.8% 10.6% 2.1% 21.2% Semi-skilled  
(levels 4-6) 2009 44.1% 6.5% 0.5% 1.5% 41.1% 5.0% 0.5% 0.8% 
2006 39.8% 10.2% 0.6% 2.9% 36.2% 8.5% 1.0% 1.0% Unskilled  
(levels 1-3) 2009 65.4% 3.8% 0.0% 0.0% 30.8% 0.0% 0.0% 0.0% 
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    AM CM IM WM AF CF IF WF 
Total 2006 30.9% 5.3% 1.1% 8.7% 29.5% 6.5% 1.9% 16.1% 
  2009 37.4% 3.4% 0.9% 5.3% 37.0% 4.9% 1.4% 9.6% 
 NEAP  40.3% 5.2% 2.1% 6.8% 33.9% 4.9% 0.9% 5.7% 
 
Figure 5.1: Current representation by Race and Gender vs. NEAP 
 
 
5.5 CHALLENGES AND BARRIERS FOR 2006 TO 2009 
 
According to the DRDLR’s EE Plan (2009: 7-8), the following factors constituted 
challenges and barriers to the achievement of its objectives: 
 
5.5.1 Recruitment 
 
i. Centralised recruitment does not work for highly specialised jobs.  
 
ii. The “request for deviation” process is not always followed – this has been 
exacerbated by the fact that authority to approve deviations has been 
decentralised. 
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iii. Qualifications demanded are not always in line with the inherent requirements 
of the job. 
 
iv. A strict definition of “suitably qualified” is applied and prior learning not is 
recognised. 
 
v. Adverts are not always placed in appropriate media. 
 
5.5.2 Communication 
 
i. Plans not circulated or communicated to all stakeholders. 
 
5.5.3 Retention 
 
i. Remuneration, particularly for those positions which require scarce skills, is 
not market related. 
 
ii. When rank promotions fell away, incumbents became “stuck” at their current 
level, with little to no opportunity for growth and advancement. 
 
5.5.4 Skills 
 
i. Skills shortages exist, particularly for highly specialised jobs. 
 
5.5.5 Lack of accommodation  
 
i. Not all buildings are accessible to people with disabilities. 
 
ii. One cannot guarantee accessibility for people with disabilities working in the 
field. 
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iii. Lack of child-care facilities for people with children. 
 
5.5.6 Management 
 
i. No proper evaluation of managers in respect of EE performance. 
 
ii. No sanction or consequence for failing to meet EE targets. 
 
5.5.7 Training and development 
 
i. Budget allocated for training and development is inadequate. 
 
ii. Training and development that is centralised at head office is not practical for 
CD’s, Regions and Branches.  
 
iii. Training and development initiatives do not take into account the 
requirements of the various CD’s and Branches. 
 
iv. Training and development does not cater for specialised and critical skills 
development.  
 
5.5.8 Other 
 
i. Gap between plan, policy and implementation. 
 
ii. Protected promotions. 
 
iii. HRD and HRM are seen to be obstructing rather than facilitating processes 
that would facilitate EE progress. 
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5.6 GAP ANALYSIS  
 
The Department conducted a gap analysis of current representivity against the 
NEAP which is represented in Table 5.3 and Figure 5.2 (DRDLR, 2009: 10). 
 
Table 5.3: Current representation by Race and Gender vs. NEAP 
RACE AFRICAN COLOURED INDIAN WHITE 
GENDER Male Female Male Female Male Female Male Female 
PWDs 
NEAP 40.30% 33.90% 5.20% 4.90% 2.10% 0.90% 6.80% 5.70% 2.50% 
Top & senior 
mgmt 
38.90% 28.70% 4.60% 1.90% 3.70% 2.80% 13.90% 5.60% 1.90% 
Variance from 
NEAP 
-1.40% -5.20% - 0.60% -3.00% 1.60% 1.90% 7.10% -0.10% -0.60% 
Professionally 
qualified 
39.40% 30.40% 3.20% 3.10% 1.90% 1.40% 12.30% 8.30% 2.60% 
Variance from 
NEAP 
-0.90% -3.50% -2.00% -1.80% -0.20% 0.50% 5.50% 2.60% 0.10% 
Skilled 
technical 
35.00% 38.60% 2.80% 5.60% 0.60% 1.50% 3.70% 12.20% 2.20% 
Variance from 
NEAP 
-5.30% 4.70% -2,4% 0.70% -1.50% 0.60% -3.10% 6.50% -0.30% 
Semi-skilled 44.10% 41.10% 6.50% 5.00% 0.50% 0.50% 1.50% 0.80% 2.20% 
Variance from 
NEAP 
3.80% 7.20% 1.30% 0.10% -1.60% -0.40% -5.30% -4.90% -0.30% 
Unskilled 65.40% 31.% 3.80% 0% 0% 0% 0.00% 0% 3.80% 
Variance from 
NEAP 
25.10% -3.10% -1.40% -4.90% -2.10% -0.90% -6.80% -5.70% 1.30% 
 
Only IM, IF and WM are within and above the target range of employment equity 
at top and senior management levels, while it is also true for these groups and 
WM at professionally qualified levels. Even though there might be negative 
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perceptions about AA on these levels, it would not be supported by the progress 
made. In fact, AF lags furthest behind on this level with -5.20 %.  
 
Only AM, AF, CM and CF are within and above the target range of employment 
equity at the semi-skilled levels, while it is only the case for AM and PWD’s on 
the unskilled levels. It would seem that representivity is more challenging to 
achieve for designated and non-designated groups on the semi-skilled and 
unskilled levels. 
 
Figure 5.2: Current demographics (Skills Levels) vs NEAP 
 
 
The under – representation of people from designated groups was identified at 
the occupational levels as indicated in Table 5.4 and Figure 5.3 (DRDLR, 2009: 
11). 
 
  
53 
 
Table 5.4: Under – representation of designated groups per occupational 
level 
Demographic 
group 
Top & 
Senior 
Management 
Middle 
Management 
Junior 
Management 
Semi-
skilled 
Unskilled 
African men      
Number 2 8 142 - - 
African 
women 
     
Number 6 30 - - 1 
Coloured 
men 
     
Number 1 17 65 10 0 
Demographic 
group 
Top & 
Senior Mgmt 
Middle Mgmt Junior Mgmt 
Semi-
skilled 
Unskilled 
Coloured 
women 
     
Number 3 15 - - 1 
Indian men      
N umber -- 2 40 10 1 
Indian 
women 
     
Number - - - 2 - 
White 
women 
     
Number - - - 29 1 
PWDs      
 
Number 
1 - 8 2 - 
 
(Green = no under-representation, yellow = some under-representation, red = 
significant under-representation, .Number = the number of additional people 
needed)  
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Figure 5.3: Current demographics (Occupational Levels) vs NEAP 
 
 
5.7   WORKPLACE ANALYSIS 
 
The Department conducted a workplace analysis as required by Section 19 of 
the Employment Equity Act. It reviewed all relevant policies and identified the 
barriers to EE in its workplace environment as indicated in Table 5.5 (DRDLR, 
2009: 13-15). 
 
The AA policy of the DRDLR has not been reviewed as part of the EE Plan 
(DRDLR, 2009: 13) which implies that the impact of the peculiar circumstances, 
characteristics and organisational culture of the department on the 
implementation of AA was not thoroughly considered. However, the workplace 
analysis indicates that the department’s policies and procedures are not 
discriminatory (2009: 13) and is supported by the majority of the respondents in 
the empirical study who confirmed that AA is effective in bringing about fair 
employment practices within DRDLR. 
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Table 5.5: Barriers to EE in the DRDLR 
Categories Yes No If yes, comment 
Recruitment X  
Process too long/bureaucratic.  Focus is on 
formal qualifications during the Recruitment 
Process. 
Recruitment strategy affected by the requirement 
of Occupation Specific Dispensation (OSD) 
Criteria. 
Advertising 
positions 
X  
Specific targeted groups are not targeted when 
advertising positions. 
Advertisements are not talking to the target 
group. 
The usage of incorrect media which are not 
accessible to the target group. 
Selection criteria X  
Selection criteria focus on specialised skills and 
experience, which people from designated 
groups do not necessarily have. 
Human Resource Development does not 
participate in the selection process. 
Appointments X  
External candidates are appointed and internal 
candidates are not given a chance.  Internal 
candidates are demoralised.  There is also 
favouritism and/or nepotism. 
Appointments of recommended candidates take 
too long and these candidates take other 
positions. 
Job 
classification 
and grading 
X  
Job classification and grading should have been 
finalised during the current amalgamation and job 
evaluation process.  The Department still find that 
Telecom-Operators in the Deeds Office on level 3 
were upgraded to level 6.  The Telecom-
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Categories Yes No If yes, comment 
Operators in National Office were upgraded to 
level 5. 
Remuneration 
and benefits 
X  
Remuneration is too low compared to private 
sector. This becomes a barrier since the 
department is competing with private sector for 
skilled people from designated groups.  
Amalgamation as well as Salary Adjustments has 
in impact and remuneration and benefits. 
Terms and 
conditions of 
employment 
 X No barriers identified 
Job assignments X  
Through job assignments certain employees are 
overloaded with doing work not related to their 
specific job description. 
Work 
environment and 
facilities 
X  
Department does not have the facilities and 
conducive environment that could lead to 
productivity. 
Our offices are not disability friendly. 
Training and 
development 
X  
Lack of plan or mechanisms targeted at people 
from designated groups within the Department 
that will serve a pool to address under-
representivity at MMS or SMS level. 
 
Application of 
Performance 
and evaluation 
systems 
X  
There is inconsistency in the application of the 
performance management system. 
Promotions X  
Advancement of internal candidates is not 
optimised. 
Transfers X  Job hopping by people from designated groups. 
  
57 
 
Categories Yes No If yes, comment 
Demotions  X No barriers identified 
Succession and 
experience 
planning 
X  
There is no succession planning and career 
management programmes in the Department. 
Disciplinary 
measures 
X  
Management does not take responsibility in 
managing discipline. They always regard 
discipline as an HR function. 
Dismissals  X No barriers identified 
Corporate 
culture 
X  
There is no corporate culture and consistency in 
doing things. 
HIV and AIDS 
education and 
prevention 
programmes 
X  
No visibility of HIV and AIDS education and 
prevention programmes 
e.g. condoms not placed on designated places 
and pamphlets not placed on places that are 
accessible to employees. 
Other X  
HRM, HRD and OTO directorates working in 
Silos 
 
5.8 NUMERICAL TARGETS 
 
The EE numerical targets of the Department for the period 2009 to 2014 
(Appendix C) were set having taken into account the following factors (DRDLR, 
2009: 15): 
 
i. The establishment of a workforce that is reflective of the NEAP at every 
occupational level. 
 
ii. The following targets as set by Cabinet:  
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iii. Gender Representivity: 50% Women representation at all levels in the SMS 
(senior management services) by March 2009. 
 
iv. Persons with Disability: Minimum target of 2% representation of Persons with 
Disability by 31st March 2010. 
 
v. The degree of under-representation of employees from designated groups in 
each occupational level in the workforce. 
vi. Present and planned vacancies. 
 
vii. The pool of suitably qualified persons from designated groups, from which the 
Department may be reasonably expected to draw for recruitment purposes. 
 
viii. The anticipated growth or reduction in its workforce during the time period for 
the goals and 
 
ix. The expected turnover of employees during the time period for the goals. 
 
The Department expects the workforce to remain constant in numbers over the 
five year period. It has set targets based on an assumed headcount of 5070 (the 
current headcount of 4245 and current vacancies of 825) permanent employees 
in 2014 (Table 5.6 and Figure 5.4). The Department anticipates an employee 
turnover rate of 40% per annum based on historical data (DRDLR, 2009: 16). 
 
Table 5.6: Anticipated Staff Profile 2014 - based on total headcount and 
vacancies  
Male Female 
White 
Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 7 1 1 6 1 0 1 1 0 0 18 
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Male Female 
White 
Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Senior management 45 6 3 38 5 1 6 8 0 0 112 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
 
449 59 23 379 55 10 64 76 0 0 1115 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
 
1190 154 62 1001 145 28 169 201 0 0 2950 
Semi-skilled and 
discretionary 
decision making 
335 43 17 282 41 7 49 57 0 0 831 
Unskilled and 
defined decision 
making 
 
18 2 1 15 2 0 3 3 0 0 44 
TOTAL 
PERMANENT 
 
2044 265 107 1721 249 46 292 346 0 0 5070 
Non-permanent 
employees 
 
0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 
 
2044 265 107 1721 249 46 292 346 0 0 5070 
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Figure 5.4: Total Staff for 2006 and 2009 vs NEAP 
 
 
5.9 AA MEASURES 
 
The Department identified the following AA measures (Table 5.7) in the 
respective areas over the duration of its EE plan to facilitate the achievement of 
its EE targets and objectives (DRDLR, 2009: 25-28): 
 
Table 5.7: AA Measures 
 
HR STRATEGY AFFIRMATIVE ACTION MEASURES PRIORITY* 
Recruitment and 
selection 
 
 
 
 
A key feature of our EE strategy will be 
to give preference in future 
appointments and promotions to groups 
that are under-represented in the 
different occupational levels – women 
and people with disabilities in particular. 
 
1 
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HR STRATEGY AFFIRMATIVE ACTION MEASURES PRIORITY* 
Where there are two suitably qualified 
candidates for a position, preference will 
be given to designated employees, 
based on the extent of the under-
representation of that group of 
designated employees reflected in the 
CD EE plan. 
 
 
1 
Any appointment that deviates from the 
targets set out in this plan will have to 
be approved by the EE manager and 
motivated by the interview committee. 
 
 
1 
No absolute barriers will be put in place 
for the recruitment, development and 
advancement of non-designated 
groups. 
 
 
1 
 
 
 
 
Fair process will be followed in relation 
to recruitment of staff for all positions, in 
line with the Department’s Recruitment 
and Selection policy. 
 
 
1 
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HR STRATEGY AFFIRMATIVE ACTION MEASURES PRIORITY* 
Suitable qualifications will remain a key 
consideration in determining staff 
appointments, but merit does not refer 
exclusively to formal qualifications. Merit 
also includes considering whether the 
person has relevant prior learning, 
potential to acquire knowledge and 
skills in a reasonable time, relevant 
experience and organisational fit. Our 
determination of merit will not use 
arbitrary criteria. 
1 
Skills 
development 
 
Skills development will be used as a 
means of empowering staff without 
creating a culture of dependency or 
entitlement. Instead, skills development 
will be aimed at encouraging employees 
to take responsibility for and be 
proactive in their own career 
development. 
2 
Promotion 
 
The Department will place emphasis on 
advancing employees from designated 
groups, while ensuring that non-
designated employees are not unfairly 
deprived of opportunities for growth and 
advancement in their careers. 
½ 
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HR STRATEGY AFFIRMATIVE ACTION MEASURES PRIORITY* 
Accommodation 
of people with 
disabilities 
 
The Department will create an 
environment (in respect of both physical 
work environment and workplace 
culture) that is accessible to and 
accommodating of people with 
disabilities. 
½ 
Performance 
Management 
Acknowledge and reward good 
performance against EE 
Implementation. 
2/3 
Occupational 
Specific 
Dispensation 
Involve and encourage the participation 
of all the role players and stakeholders 
affected by this process. 
½ 
Employee 
Relations 
Monitor discriminatory grievances 
lodged within the organization. 
½ 
HR Planning 
 
Align and integrate the EE Planning 
process with the Business and HR 
Planning budgeting processes. 
2 
Leadership  
 
Develop a leadership programme that 
supports the EE implementation. 
2 
Employee 
Wellness 
Create an environment that supports 
and accommodates different wellness 
and concerns of employees. 
2/3 
Organizational 
values and 
culture 
Develop effective diversity awareness 
programmes to support EE 
implementation. 
2/3 
 
* 1= Immediate and ongoing 2 = YEAR 2011/2012  3 = YEAR 
2013/2014 
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The AA measures proposed by the DRDLR should have a positive influence on 
the perceptions of employees in general, because it enhances redress, fairness 
and diversity. 
 
The Department will annually monitor and review the quantitative and qualitative 
progress of its EE Plan together with all stakeholders within the organisation 
while each Chief Directorate will assess progress against of the EE Plan on a 
quarterly basis (DRDLR, 2009: 28).   
 
The Department assesses senior management performance in respect of EE 
against an EE performance scorecard (DRDLR, 2009: 28). 
 
The implementation of the Department’s EE plan and AA measures are the 
responsibility of the Directorate: Human Resource Management and Senior 
Management. They must work closely with the Workplace Employment Equity 
Committee’s (WEEC) in their respective areas (DRDLR, 2009: 29).  
 
5.10 CONSULTATIVE FRAMEWORK 
 
Consultative structures consist of WEEC (Figure 5.5) for each Directorate and 
CD which escalates up to a national Departmental WEEC (DRDLR, 2009: 30). 
 
The EE Plan of the Department quotes the roles of the WEEC’s (DRDLR, 2009: 
30) as to: 
 
i. Consult and to advice on EE matters. 
 
ii. Receive quarterly progress reports on EE. 
 
iii. Make suggestions as to appropriate interventions and strategies to facilitate 
progress towards EE goals. 
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iv. Advise management on barriers to EE. 
 
v. Advise management on practices that may constitute unfair discrimination. 
 
vi. Participate in the design and conduct of the EE analysis.  
 
vii. Participate in the development of the EE Plan. 
 
viii. Receive and consider the final EE Plan. 
 
ix. Receive and consider the annual EEA2 report. 
 
x. Assist management with communicating EE progress and issues to the 
broader employee community. 
 
Figure 5.5: National Departmental Workplace Employment Equity 
Committee 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
National- WEEC 
EE Manager  
Chairpersons from CD WEEC’s 
HRM , HRD-Advisors and MASS 
Vulnerable Groups  
CD Human Capital 
Communication Officers 
Union Representatives   
   CD- WEEC CD- WEEC CD- WEEC 
Each Chief Directorate will have a 
WEEC and the EE Manager of the 
CD will represent the WEEC at 
National level.  
 
Each Directorate will have an EE 
Forum and the Chairperson will 
represent the WEEC at CD level.  
All stakeholders to be represented at 
this level (as per the WEEC 
establishment guidelines) 
 Directorate
WEEC 
 Directorate
WEEC 
 Directorate 
WEEC 
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5.11 COMMUNICATION AND DISPUTE RESOLUTION 
 
The DRDLR intends to communicate effectively about employment equity with all 
stakeholders as presented in Table 5.8 (DRDLR, 2009: 31). 
 
Table 5.8: DRDLR Communication Initiatives on Employment Equity 
Medium of 
Communication 
Content of 
Communiqué 
Audience  
EE Forums 
Regular feedback on EE 
initiatives within the 
Directorate 
Elected Committee 
members 
Circulate EE Plan to all 
employees 
Departmental 
Employment Equity Plan 
All Staff 
Departmental Staff 
meetings 
Discuss progress against 
numerical target and 
barrier removal and 
obtain suggestions for 
improvement 
All Staff 
Newsletters 
Highlight particular 
issues and programmes 
that are being 
implemented to facilitate 
EE progress 
All Staff 
Quarterly Review and 
Assessment Meeting 
Discuss EE progress 
reports submitted by 
Senior Managers on 
quarterly basis.   
All top management 
 
Employees may raise disputes with the EE Plan first with the relevant WEEC, but 
if it remains unresolved, it may be reported to the Department of Labour (DoL) 
(DRDLR, 2009: 32). However, disputes regarding unfair discrimination must be 
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addressed through the Department’s internal Grievance and Disciplinary 
Procedure and if it remains unresolved it may be referred to the Commission for 
Conciliation, Mediation and Arbitration (CCMA) (DRDLR, 2009: 32). 
 
Disputes regarding access to information in respect of employment equity will 
first be attended to by the relevant EE Forum. Unresolved disputes may be 
referred to the CCMA (DRDLR, 2009: 32). 
 
5.12 CONCLUDING REMARKS 
 
The EE Plan of the DRDLR does not provide for any Indian female on top 
management and is the only demographic group that is not represented on this 
level. The EE Plan generally complies with the legislative guidelines of the 
Constitution and the Employment Equity Act. It provides a useful tool with its 
current human resources policies to manage the perceptions of AA. Chapter 6 
explains how data on the perceptions of the respondents were collected, 
analysed and interpreted. 
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CHAPTER 6 
 
DATA COLLECTION, ANALYSIS AND INTERPRETATION 
 
6.1 INTRODUCTION 
 
This chapter deals with the collection, analysis and interpretation of data that was 
obtained from 15 respondents of the George and Beaufort West district offices of 
the DRDLR. A large majority of the potential respondents returned the 
questionnaires. 
 
This chapter answers sub-problems three, four and five of the study. 
 
6.2 DATA COLLECTION 
 
The data was collected via questionnaires that were distributed electronically to 
the George and Beaufort West district offices of the DRDLR. The George and 
Beaufort West offices currently have eleven (11) and eight (8) staff members 
respectively.  
 
A total of 15 questionnaires were returned representing 78.95 % of the 19 
employees. Ten (10) (or 66.67 %) of the respondents are from the George office 
while five (5) (or 33.33 %) are from the Beaufort West office. 
 
6.3 QUESTIONNAIRE DEVELOPMENT 
 
The questionnaires consisted of three sections namely demographic details, 
familiarity with AA and the perceptions of AA. The questions were developed 
from the literature and the respondents’ views were captured using the likert 
scale. The questionnaires were designed to confirm perceptions about AA within 
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the DRDLR and how it is currently managed by the DRDLR. The questions were 
designed to answer sub-problems two, four and five. 
 
Section 1 consisted of closed questions that required respondents to select 
choices that described themselves, while Sections 2 and 3 consisted of open-
ended questions that required respondents to rate their responses from 1 to 5.  
 
Section 2 required respondents to rate their familiarity with their organisation's 
EE Plan, with a rating of 1 indicating that the respondents are not at all familiar 
with the EE Plan, a rating of 2 indicating that they are mostly unfamiliar and a 
rating of 3 indicating that they have an average familiarity. Ratings of 4 and 5 
indicate that the respondents are very familiar and completely familiar 
respectively with the EE Plan. 
 
In Section 3, the respondents were required to rate their perceptions of AA on a  
scale of 1 to 5 with 1 indicating that they completely disagree, 2 indicating that  
they mostly disagree, 3 indicating that they are uncertain, 4 indicating that mostly  
agree and 5 indicating that they completely agree. 
 
6.4 RESULTS FROM THE QUESTIONNAIRE 
 
The data was captured and processed using Microsoft Excel Professional Edition  
2003 spreadsheets. The questions of section 3 were grouped into different  
themes after the questionnaires were completed to analyse the perceptions of  
AA and the management thereof. 
 
Responses to each question were individually captured and are presented in the 
tables and graphs below. 
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6.4.1 Demographic data 
 
6.4.1.1 Gender distribution 
 
The largest portion (73.33 %) of the sample consists of females. Females are 
also well represented at the individual offices with 46.67 % and 26.67 % of the 
sample at George and Beaufort West respectively (Figure 6.1). 
 
Figure 6.1: Gender distribution 
Gender Distribution
0
50
100
150
Gender
To
ta
ls
Male
Female
Total
Male 3 30.00 20.00 1 20.00 6.67 4 26.67
Female 7 70.00 46.67 4 80.00 26.67 11 73.33
Total 10 100 66.67 5 100 33.33 15 100
Total % % of Sample Total % % of Sample Total %
George Beaufort West Sample
 
 
6.4.1.2 Age distribution 
 
None of the respondents are within the 18-24 and 50-69 age brackets. The 
largest portion (33.33 %) of the sample is within the 35-39 age bracket. However, 
the Beaufort West office represents the largest portion (20%) of this age bracket. 
Youth from 18 to 34 years form the largest portion (53.34 %) of the sample. The 
George office represents 40% of these age brackets (Table 6.1 and Figure 6.2). 
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Table 6.1: Age distribution 
AGE 
BRACKETS GEORGE BEAUFORT WEST SAMPLE 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
18-24 0 0.00 0.00 1 20.00 6.67 1 6.67 
25-29 2 20.00 13.33 1 20.00 6.67 3 20 
30-34 4 40.00 26.67 0 0.00 0.00 4 26.67 
35-39 2 20.00 13.33 3 60.00 20.00 5 33.33 
40-44 1 10.00 6.67 0 0.00 0.00 1 6.67 
45-49 1 10.00 6.67 0 0.00 0.00 1 6.67 
50-54 0 0.00 0.00 0 0.00 0.00 0 0.00 
55-59 0 0.00 0.00 0 0.00 0.00 0 0.00 
60-64 0 0.00 0.00 0 0.00 0.00 0 0.00 
65-69 0 0.00 0.00 0 0.00 0.00 0 0.00 
Total 10 100 66.67 5 100 33.33 15 100 
 
Figure 6.2: Age distribution 
Age Distribution
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6.4.1.3 Disability distribution 
 
None of the respondents has any form of disability (Figure 6.3). The respective 
offices are therefore well below the NEAP of 2.5 % for PWD’s as indicated in 
Section 5.3 in Table 5.1. 
 
Figure 6.3: Disability distribution 
Disability Distribution
0
50
100
150
Disability
To
ta
l Yes
No
Total
Yes 0 0.00 0.00 0 0.00 0.00 0 0.00
No 10 100.00 66.67 5 100.00 33.33 15 100.00
Total 10 100 66.67 5 100 33.33 15 100
Total % % of Sample Total % % of Sample Total %
George Beaufort West Sample
 
 
6.4.1.4 Race distribution 
 
None of the respondents is South African born Chinese. However, Africans form 
the largest portion (60%) of the respondents, which does not reflect their portion 
of 79 % of the total population as discussed in Section 2.4 and Table 2.2. This 
portion (60%) is also more than double that of Coloureds, who represent 26.7 % 
of the sample (Table 6.2 and Figure 6.4). However, this 26.7 % is still more than 
the 8.9 % and 10.8 % of the total number of Coloureds of the total population and 
the NEAP (Table 2.2 in Section 2.4). 
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Table 6.2: Race distribution 
Race George Beaufort West Sample 
  Total % % of Sample Total % % of Sample Total % 
African 6 60 40.00 3 60 20.00 9 60 
Chinese 0 0 0.00 0 0 0.00 0 0 
Coloured 3 30 20.00 1 20 6.67 4 26.7 
Indian 0 0 0.00 0 0 0.00 0 0 
White 1 10 6.67 1 20 6.67 2 13.3 
Total 10 100 66.67 5 100 33.33 15 100 
 
Figure 6.4: Race distribution 
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6.4.1.5 Position distribution 
 
None of the respondents was a cleaner, tea person or senior management. The 
first line and middle management form 40 % of the sample, of which 33.33 % are 
based at the George office. General worker and junior staff from 46.66 % of the 
sample, while 13.33 % of the sample is represented by senior staff (Table 6.3 
and Figure 6.5). The total respondents are well distributed across the different 
categories of positions within the George and Beaufort West offices. 
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Table 6.3: Position distribution 
Position George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
Cleaner 0 0.00 0.00 0 0 0.00 0 0.00 
Tea Person 0 0.00 0.00 0 0.00 0.00 0 0.00 
General 
Worker 2 20.00 13.33 0 0.00 0.00 2 13.33 
Junior Staff 2 20.00 13.33 3 60.00 20.00 5 33.33 
Senior Staff 1 10.00 6.67 1 20 6.67 2 13.33 
First Line Mgt 3 30.00 20.00 0 0.00 0.00 3 20.00 
Middle Mgt 2 20.00 13.33 1 20.00 6.67 3 20.00 
Senior Mgt 0 0.00 0.00 0 0 0.00 0 0.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.5: Position distribution 
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6.4.2 Familiarity with EE Plan 
 
Most of the respondents (93.33 %) are familiar with the EE Plan with the largest 
portion (46.67 %) being very familiar with the EE Plan and representing the 
George office, 33.33 % have an average familiarity with the EE Plan, while  
13.33 % are completely familiar with the EE Plan and representing the Beaufort 
West office (Table 6.4 and Figure 6.6). 
 
Table 6.4: Familiarity with EE Plan  
Rating George Beaufort West Sample   
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 0 0 0.00 0 0.00 0.00 0 0.00 
2 1 10 6.67 0 0.00 0.00 1 6.67 
3 2 20 13.33 3 60.00 20.00 5 33.33 
4 7 70 46.67 0 0.00 0.00 7 46.67 
5 0 0 0.00 2 40.00 13.33 2 13.33 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.6: Familiarity with EE Plan  
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6.4.3 The Perceptions of AA 
 
Section 3 of the questionnaire tested the respondents’ perceptions of AA and the 
management thereof within their organisation. The responses for each question 
have been captured in table form and are presented graphically. 
 
The questions have been analysed into themes that deal directly with the sub-
problems. 
 
6.4.3.1 The purpose of AA 
 
Question 3 (a): AA redresses the injustice of the past: A large portion      
(73.3 %) of the respondents agree that AA redresses the past, with 60 % and 
13.3 % indicating that they mostly agree and completely agree respectively. A 
similar trend was observed within the individual offices. However, 1 respondent 
(or 6.67 %) of the sample completely disagrees that AA redresses the injustice of 
the past (Table 6.5 and Figure 6.7). The majority of the respondents confirm the 
objective that AA redresses the injustice of the past. 
 
Table 6.5: AA redresses the injustice of the past 
Rating AA REDRESSES THE INJUSTICE OF THE PAST 
 George Beaufort West Sample 
 Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 0 0.00 0.00 1 20.00 6.67 1 6.67 
2 0 0.00 0.00 0 0.00 0.00 0 0.00 
3 3 30.00 20.00 0 0.00 0.00 3 20.00 
4 5 50.00 33.33 4 80.00 26.67 9 60.00 
5 2 20.00 13.33 0 0.00 0.00 2 13.33 
Total 10 100 67 5 100 33 15 100 
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Figure 6.7: AA redresses the injustice of the past 
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Question 3 (c): AA is effective in bringing about fair employment practices: 
Just more than half (53.33 %) of the respondents agree that AA is effective in 
bringing about fair employment practices in that 40 % agree mostly and 13.33 
agree completely. This is against 13.33 % and 6.67 % that completely disagree 
and mostly disagree respectively with the statement. It appears that 46.67 % of 
the sample does not convincingly perceive AA as a mechanism that effectively 
brings about fair employment practices (Table 6.6 and Figure 6.8). It would 
therefore require particular attention in the future management of perceptions 
amongst the employees.  
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Table 6.6: AA is effective in bringing about fair employment practices 
Rating AA IS EFFECTIVE IN BRINGING ABOUT FAIR EMPLOYMENT PRACTICES 
 George Beaufort West Sample 
 Total % % of Sample Total % % of Sample Total % 
1 1 10.00 6.67 1 20.00 6.67 2 13.33 
2 0 0.00 0.00 1 20.00 6.67 1 6.67 
3 3 30.00 20.00 1 20.00 6.67 4 26.67 
4 4 40.00 26.67 2 40.00 13.33 6 40.00 
5 2 20.00 13.33 0 0.00 0.00 2 13.33 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.8: AA is effective in bringing about fair employment practices 
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6.4.3.2 Beneficiaries and benefits of AA 
 
Question 3 (b): AA is effective in assisting the disabled: The responses to 
this question indicate that there is a relatively higher level of uncertainty      
(33.33 %) amongst the respondents compared to their responses to whether AA 
is effective in bringing about fair employment practices (Tables 6.6 and 6.7 and 
Figures 6.8 and 6.9). With no PWD employed in the two offices, it is doubtful 
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that the respondents can with authority say that AA is effectively assisting the 
disabled. However, 20% of the respondents mostly agree and completely agree 
respectively that AA does effectively assist the disabled. 
 
Table 6.7: AA is Effective in Assisting the Disabled 
Rating AA IS EFFECTIVE IN ASSISTING THE DISABLED 
 George Beaufort West Sample 
 Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 2 20.00 13.33 1 20.00 6.67 3 20.00 
2 1 10.00 6.67 0 0.00 0.00 1 6.67 
3 2 20.00 13.33 3 60.00 20.00 5 33.33 
4 3 30.00 20.00 0 0.00 0.00 3 20.00 
5 2 20.00 13.33 1 20.00 6.67 3 20.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.9: AA is effective in assisting the disabled 
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Question 3 (i): AA advances only Africans: The largest portion (46.67 %) of 
the sample disagrees with this statement, with 20 % that completely disagree 
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and 26.67 % that mostly disagree. However the responses are evenly split at 20 
% each for completely disagree, uncertain and completely agree respectively 
indicating that there is not absolute consensus that AA advances only Africans 
(Table 6.8 and Figure 6.10). 
 
Table 6.8: AA advances only Africans 
Rating AA ADVANCES ONLY AFRICANS 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 2 20.00 13.33 1 20.00 6.67 3 20.00 
2 2 20.00 13.33 2 40.00 13.33 4 26.67 
3 3 30.00 20.00 0 0.00 0.00 3 20.00 
4 2 20.00 13.33 0 0.00 0.00 2 13.33 
5 1 10.00 6.67 2 40.00 13.33 3 20.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.10: AA Advances only Africans 
AA ADVANCES ONLY AFRICANS
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Question 3 (j): AA advances only Coloureds: It is significant that none of the 
respondents agree that AA advances only Coloureds, while 33.33 % agree that 
AA advances only Africans. More respondents (73.33 %) disagree that AA 
advances only Coloureds compared to those who disagree that AA advances 
only Africans (46.67 %) (Table 6.9 and Figure 6.11). This does not support the 
observation that AA is contentious because Coloureds are the largest designated 
group in the Western Cape as discussed in the rationale of the study in 
paragraph 1.3 of Chapter 1. 
 
Table 6.9: AA advances only Coloureds 
Rating AA ADVANCES ONLY COLOUREDS 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 3 30.00 20.00 3 60.00 20.00 6 40.00 
2 3 30.00 20.00 2 40.00 13.33 5 33.33 
3 4 40.00 26.67 0 0.00 0.00 4 26.67 
4 0 0.00 0.00 0 0.00 0.00 0 0.00 
5 0 0.00 0.00 0 0.00 0.00 0 0.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.11: AA advances only Coloureds 
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Question 3 (k): AA advances only Indians: The responses for the statements 
that AA advances only Indians, Coloureds and South African born Chinese, have 
the same trend when compared to AA advances only Africans. However, one 
respondent (or 6.67 %) agrees with the statements that AA advances only 
Indians and South African born Chinese, while  66.66 % and 53.34 % 
respectively disagree with these statements (Tables 6.8, 6.9, 6.10 and 6.11 and 
Figures 6.10, 6.11, 6.12 and 6.13). 
 
Table 6.10: AA advances only Indians  
Rating AA ADVANCES ONLY INDIANS 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 5 50.00 33.33 3 60.00 20.00 8 53.33 
2 1 10.00 6.67 1 20.00 6.67 2 13.33 
3 3 30.00 20.00 1 20.00 6.67 4 26.67 
4 1 10.00 6.67 0 0.00 0.00 1 6.67 
5 0 0.00 0.00 0 0.00 0.00 0 0.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.12: AA advances only Indians  
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Question 3 (l): AA advances only South African born Chinese: The largest 
portion (53.34 %) of the sample disagrees with this statement, while 40 % of the 
sample is uncertain (Table 6.11 and Figure 6.13). This is most likely due to 
South African born Chinese being confirmed as a designated group by the 
Constitutional court very recently.  
 
Table 6.11: AA advances only South African born Chinese 
Rating AA ADVANCES ONLY SOUTH AFRICAN BORN CHINESE 
 George Beaufort West Sample 
 Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 5 50.00 33.33 2 40.00 13.33 7 46.67 
2 0 0.00 0.00 1 20.00 6.67 1 6.67 
3 5 50.00 33.33 1 20.00 6.67 6 40.00 
4 0 0.00 0.00 0 0.00 0.00 0 0.00 
5 0 0.00 0.00 1 20.00 6.67 1 6.67 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.13: AA advances only South African born Chinese 
AA ADVANCES ONLY SOUTH AFRICAN BORN 
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Question 3 (p): AA advances only women: The largest portion of the sample 
(66.67 %) disagrees that AA advances only women compared to 80 % of the 
Beaufort West respondents that disagree with the statement (Table 6.12 and 
Figure 6.14). 
 
Table 6.12: AA advances only women  
Rating AA ADVANCES ONLY WOMEN 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 4 40.00 26.67 2 40.00 13.33 6 40.00 
2 2 20.00 13.33 2 40.00 13.33 4 26.67 
3 2 20.00 13.33 0 0.00 0.00 2 13.33 
4 1 10.00 6.67 1 20.00 6.67 2 13.33 
5 1 10.00 6.67 0 0.00 0.00 1 6.67 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.14: AA advances only women  
AA ADVANCES ONLY WOMEN
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Question 3 (q): AA advances only disabled persons: An even greater portion 
of the sample (73.34 %) disagrees that AA advances only disabled persons when 
compared to their responses in respect of the other designated groups. (Table 
6.13 and Figure 6.15). This confirms that the majority of the respondents accept 
that AA advances all designated groups.  
 
Table 6.13: AA advances only disabled persons 
Rating AA ADVANCES ONLY DISABLED PERSONS 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 5 50.00 33.33 2 40.00 13.33 7 46.67 
2 2 20.00 13.33 2 40.00 13.33 4 26.67 
3 2 20.00 13.33 0 0.00 0.00 2 13.33 
4 1 10.00 6.67 1 20.00 6.67 2 13.33 
5 0 0.00 0.00 0 0.00 0.00 0 0.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.15: AA advances only disabled persons 
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Question 3 (d): I am currently more positive about AA than five years ago: 
More of the respondents in the George office (46.67 %) are more positive about 
AA than five years ago than the Beaufort West office (6.67 %). However, the 
largest portion of the sample (53.33 %) is more positive about AA than five years 
ago, while 20 % disagree with the statement (Table 6.14 and Figure 6.16).  
 
Table 6.14: I am currently more positive about AA than five years ago 
Rating I AM CURRENTLY MORE POSITIVE ABOUT AA THAN FIVE YEARS AGO 
 George Beaufort West Sample 
 Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 0 0.00 0.00 1 20.00 6.67 1 6.67 
2 1 10.00 6.67 1 20.00 6.67 2 13.33 
3 2 20.00 13.33 2 40.00 13.33 4 26.67 
4 3 30.00 20.00 0 0.00 0.00 3 20.00 
5 4 40.00 26.67 1 20.00 6.67 5 33.33 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.16: I am currently more positive about AA than five years ago 
I AM CURRENTLY MORE POSITIVE ABOUT AA THAN 
FIVE YEARS AGO
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6.4.3.3 Implementation of AA 
 
Question 3 (e): My employer is implementing AA effectively: The largest 
portion of the respondents (46.67 %) is uncertain about whether their employer is 
implementing AA effectively against 40 % that agree with the statement (Table 
6.15 and Figure 6.17).  The difference of 6.67 % represents 1 respondent and in 
the context of the size of the sample the support for the effective implementation 
of AA is certainly significant. 
 
Table 6.15: My employer is implementing AA effectively 
Rating MY EMPLOYER IS IMPLEMENTING AA EFFECTIVELY 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 0 0.00 0.00 0 0.00 0.00 0 0.00 
2 2 20.00 13.33 0 0.00 0.00 2 13.33 
3 4 40.00 26.67 3 20.00 20.00 7 46.67 
4 4 40.00 26.67 1 6.67 6.67 5 33.33 
5 0 0.00 0.00 1 6.67 6.67 1 6.67 
Total 10 100 67 5 33 33 15 100 
 
Figure 6.17: My employer is implementing AA effectively 
MY EMPLOYER IS IMPLEMENTING AA EFFECTIVELY
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Question 3 (f): My employer consults sufficiently on the implementation of 
AA: Only 6.67 % of the respondents agree that their employer consults 
sufficiently on the implementation of AA, while 33.34 % disagree that the 
employer consults sufficiently on the implementation of AA. The George office 
forms the largest portion (26.67 %) of the sample that disagrees that the 
employer consults sufficiently on the implementation of AA. However, with 60 % 
of the respondents being uncertain it is clear that the employer must consult 
more extensively (Table 6.16 and Figure 6.18). This should improve if the HRD 
and HRM fulfill a greater facilitating role in the EE process instead of being 
obstructive as mentioned in section 5.4.1.8. 
 
Table 6.16: My employer consults sufficiently on the Implementation of AA 
Rating 
MY EMPLOYER CONSULTS SUFFICIENTLY ON THE IMPLEMENTATION 
OF AA 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 1 10.00 6.67 0 0.00 0.00 1 6.67 
2 3 30.00 20.00 1 20.00 6.67 4 26.67 
3 5 50.00 33.33 4 80.00 26.67 9 60.00 
4 1 10.00 6.67 0 0.00 0.00 1 6.67 
5 0 0.00 0.00 0 0.00 0.00 0 0.00 
Total 10 100 67 5 100 33 15 100 
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Figure 6.18: My employer consults sufficiently on the implementation of 
AA
 
 
Question 3 (g): My employer communicates its EE Plan effectively to all 
employees: A smaller number of all the respondents (30 %) and none of the 
Beaufort West respondents are uncertain about whether the employer 
communicates its EE Plan effectively to all employees.  
 
Table 6.17: My employer communicates its EE Plan effectively to all 
employees  
Rating 
MY EMPLOYER COMMUNICATES ITS EE PLAN EFFECTIVELY 
TO ALL EMPLOYEES 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 0 0.00 0.00 1 20.00 6.67 1 6.67 
2 2 20.00 13.33 1 20.00 6.67 3 20.00 
3 3 30.00 20.00 0 0.00 0.00 3 20.00 
 
 
MY EMPLOYER CONSULTS SUFFICIENTLY ON THE 
IMPLEMENTATION OF AA 
0 20 40 60 80 100 120 
Tota
l 
%
% of Sample 
Tota
l 
%
% of Sample 
Tota
l 
%
George 
Beaufort 
West
Sample 
TOTAL 
 Total 
5 
4 
3 
2 
1 
  
90 
 
Rating 
MY EMPLOYER COMMUNICATES ITS EE PLAN EFFECTIVELY 
TO ALL EMPLOYEES 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
4 3 30.00 20.00 2 40.00 13.33 5 33.33 
5 2 20.00 13.33 1 20.00 6.67 3 20.00 
Total 10 100 67 5 100 33 15 100 
 
The largest portion of the sample (53.33 %) agrees that the employer 
communicates its EE Plan effectively to all employees (Table 6.17 and Figure 
6.19). However, it remains a barrier to achieving the objectives of EE for the 
DRDLR as discussed in section 5.4.1.2. The communication strategy of the 
DRDLR as discussed in section 5.13 should have a positive influence on the 
perceptions of employees about AA. 
 
Figure 6.19: My employer communicates its EE Plan effectively to all 
employees
MY EMPLOYER COMMUNICATES ITS EE PLAN 
EFFECTIVELY TO ALL EMPLOYEES
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Question 3 (h): My employer executes its EE Plan without informing 
employees of its content and objectives: The largest portion of the sample 
(53.33 %) disagrees that the employer executes its EE Plan without informing 
employees of its contents and objectives.  The employer therefore does inform 
employees of the contents and objectives of its EE Plan, but 33.33 % of the 
respondents disagree with this.  
 
A larger portion of George respondents (26.67 % and 33.34 %) than Beaufort 
West respondents (6.67 % and 20 %) agree and disagree respectively that the 
employer executes its EE Plan without informing employees of its contents and 
objectives (Table 6.18 and Figure 6.20). 
 
Table 6.18: My employer executes its EE Plan without informing employees 
of its contents and objectives 
Rating 
MY EMPLOYER EXECUTES ITS EE PLAN WITHOUT 
INFORMING EMPLOYEES OF ITS CONTENTS AND 
OBJECTIVES 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 1 10.00 6.67 1 20.00 6.67 2 13.33 
2 4 40.00 26.67 2 40.00 13.33 6 40.00 
3 1 10.00 6.67 1 20.00 6.67 2 13.33 
4 3 30.00 20.00 0 0.00 0.00 3 20.00 
5 1 10.00 6.67 1 20.00 6.67 2 13.33 
Total 10 100 67 5 100 33 15 100 
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Figure 6.20: My employer executes its EE Plan without informing 
employees of its contents and objectives 
MY EMPLOYER EXECUTES ITS EE PLAN WITHOUT 
INFORMING EMPLOYEES OF ITS CONTENTS AND 
OBJECTIVES 
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Question 3 (m): AA discriminates fairly towards whites: The largest portion 
of the sample (46.67 %) is uncertain whether AA discriminates fairly towards 
whites with the George respondents being the largest of this portion at 40 %. 
However, more of the respondents agree (40 %) than disagree (13.33 %) that AA 
discriminates fairly towards whites (Table 6.19 and Figure 6.21). 
 
Table 6.19: AA discriminates fairly towards whites 
Rating AA DISCRIMINATES FAIRLY TOWARDS WHITES 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 0 0.00 0.00 0 0.00 0.00 0 0.00 
2 1 10.00 6.67 1 20.00 6.67 2 13.33 
3 6 60.00 40.00 1 20.00 6.67 7 46.67 
4 1 10.00 6.67 1 20.00 6.67 2 13.33 
5 2 20.00 13.33 2 40.00 13.33 4 26.67 
Total 10 100 67 5 100 33 15 100 
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Figure 6.21: AA discriminates fairly towards whites 
AA DISCRIMINATES FAIRLY TOWARDS WHITES
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Question 3 (n): AA is reverse discrimination against whites: The largest 
portion (60 %) of the respondents disagree that AA is reverse discrimination 
against whites, while a smaller portion (26.67 %) is uncertain about this. The 
smallest portion (13.34 %) of the sample agrees which is also representative of 
the of view of the Beaufort West office (Table 6.20 and Figure 6.22).  
 
Table 6.20: AA is reverse discrimination against whites  
Rating AA IS REVERSE DISCRIMINATION AGAINST WHITES 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 5 50.00 33.33 2 40.00 13.33 7 46.67 
2 1 10.00 6.67 1 20.00 6.67 2 13.33 
3 4 40.00 26.67 0 0.00 0.00 4 26.67 
4 0 0.00 0.00 1 20.00 6.67 1 6.67 
5 0 0.00 0.00 1 20.00 6.67 1 6.67 
Total 10 100 67 5 100 33 15 100 
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Figure 6.22: AA is reverse discrimination against whites  
AA IS REVERSE DISCRIMINATION AGAINST WHITES
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Question 3 (o): All population groups benefit fairly from AA: More 
respondents agree (46.67 %) that all population groups benefit fairly from AA. 
However, the numbers of respondents that disagree and are uncertain are 
almost the same with 26.66 % and 26.67 % respectively. There is greater 
support for this statement amongst the George office (33.34 %) than the Beaufort 
West office (13.33 %) (Table 6.21 and Figure 6.23). 
 
Table 6.21: All population groups benefit fairly from AA 
Rating ALL POPULATION GROUPS BENEFIT FAIRLY FROM AA 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 0 0.00 0.00 2 40.00 13.33 2 13.33 
2 1 10.00 6.67 1 20.00 6.67 2 13.33 
3 4 40.00 26.67 0 0.00 0.00 4 26.67 
4 4 40.00 26.67 2 40.00 13.33 6 40.00 
5 1 10.00 6.67 0 0.00 0.00 1 6.67 
Total 10 100 67 5 100 33 15 100 
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Figure 6.23: All population groups benefit fairly from AA 
ALL POPULATION GROUPS BENEFIT FAIRLY FROM 
AA
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Question 3 (r): AA confirms that blacks are inferior to whites: Most of the 
respondents in the total sample (80 %) and individual offices (80 %) disagree that 
AA confirms that blacks are inferior to whites. None of the respondents agree 
with this statement (Table 6.22 and Figure 6.24). Although a portion (20 %) of 
the sample is uncertain, the results largely contradict the literature study as 
discussed in Sections 4.2 and 4.3.  
 
Table 6.22: AA confirms that blacks are inferior to whites 
Rating AA CONFIRMS THAT BLACKS ARE INFERIOR TO WHITES 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 6 60.00 40.00 4 80.00 26.67 10 66.67 
2 2 20.00 13.33 0 0.00 0.00 2 13.33 
3 2 20.00 13.33 1 20.00 6.67 3 20.00 
4 0 0.00 0.00 0 0.00 0.00 0 0.00 
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Rating AA CONFIRMS THAT BLACKS ARE INFERIOR TO WHITES 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
5 0 0.00 0.00 0 0.00 0.00 0 0.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.24: AA confirms that blacks are inferior to whites 
AA CONFIRMS THAT BLACKS ARE INFERIOR TO 
WHITES
0 20 40 60 80 100 120
Total
%
% of Sample
Total
%
% of Sample
Total
%
G
eo
rg
e
Be
au
fo
rt
W
es
t
Sa
m
pl
e
TOTAL
Total
5
4
3
2
1
 
 
Question 3 (s): AA demoralise blacks: The largest portion of the sample  
(60 %) disagrees that AA demoralise Blacks with the individual offices following 
the same trend, while 33.33 % of the sample is uncertain and only 6.67 % agree 
with this statement. The George respondents form the largest portion (40 %) of 
the respondents that disagree with the statement (Table 6.23 and Figure 6.25). 
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Table 6.23: AA demoralise blacks  
Rating AA DEMORALISE BLACKS 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 4 40.00 26.67 3 60.00 20.00 7 46.67 
2 2 20.00 13.33 0 0.00 0.00 2 13.33 
3 3 30.00 20.00 2 40.00 13.33 5 33.33 
4 0 0.00 0.00 0 0.00 0.00 0 0.00 
5 1 10.00 6.67 0 0.00 0.00 1 6.67 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.25: AA demoralise blacks 
AA DEMORALISE BLACKS
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Question 3 (t): AA lowers standards of performance in the workplace: The 
largest portion of the sample (53.33 %) disagree that AA lowers standards of 
performance in the workplace, while 20 % is uncertain and 26.67 % agree (Table 
6.24 and Figure 6.26). 
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Table 6.24: AA lowers standards of performance in the workplace 
Rating 
AA LOWERS STANDARDS OF PERFORMANCE IN THE 
WORKPLACE 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 4 40.00 26.67 2 40.00 13.33 6 40.00 
2 1 10.00 6.67 1 20.00 6.67 2 13.33 
3 3 30.00 20.00 0 0.00 0.00 3 20.00 
4 1 10.00 6.67 0 0.00 0.00 1 6.67 
5 1 10.00 6.67 2 40.00 13.33 3 20.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.26: AA lowers standards of performance in the workplace 
AA LOWERS STANDARDS OF PERFORMANCE 
IN THE WORKPLACE
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Question 3 (u): AA replace competent whites with less competent blacks 
and Question 3 (v): AA is merely tokenism: For both these statements  
53.33 % of the sample disagree, 20 % is uncertain and 26.67 % and 26.66 % 
agree for questions 3 (u) and 3 (v) respectively. The respondents from the 
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individual offices and the sample follow a similar trend in respect of their 
responses to these statements (Tables 6.25 and 6.26 and Figures 6.27 and 
6.28) when compared to the statement that AA lowers standards of performance.  
 
Table 6.25: AA replaces competent whites with less competent blacks 
Rating 
AA REPLACES COMPETENT WHITES WITH LESS 
COMPETENT BLACKS 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 4 40.00 26.67 1 20.00 6.67 5 33.33 
2 2 20.00 13.33 1 20.00 6.67 3 20.00 
3 2 20.00 13.33 1 20.00 6.67 3 20.00 
4 1 10.00 6.67 0 0.00 0.00 1 6.67 
5 1 10.00 6.67 2 40.00 13.33 3 20.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.27: AA replaces competent whites with less competent blacks 
AA REPLACES COMPETENT WHITES WITH LESS 
COMPETENT BLACKS
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Table 6.26: AA is merely tokenism 
Rating AA IS MERELY TOKENISM 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 5 50.00 33.33 1 20.00 6.67 6 40.00 
2 0 0.00 0.00 2 40.00 13.33 2 13.33 
3 3 30.00 20.00 0 0.00 0.00 3 20.00 
4 1 10.00 6.67 1 20.00 6.67 2 13.33 
5 1 10.00 6.67 1 20.00 6.67 2 13.33 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.28: AA is merely tokenism 
AA IS MERELY TOKENISM
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Question 3 (w): AA candidates must work harder to proof that they have the 
skills and knowledge to fulfill their duties: A large portion (46.67 %) of the 
sample agrees that AA candidates must work harder to proof that they have the 
skills and knowledge to fulfill their duties, but a larger portion is split equally 
between disagreeing (26.67 %) and being uncertain (26.67 %). A larger portion 
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amongst the George respondents (50 %) agree with the statement compared to 
40 % amongst the Beaufort West respondents (Table 6.27 and Figure 6.29). 
 
Table 6.27: AA candidates must work harder to proof that they have the 
skills and knowledge to fulfill their duties 
Rating 
AA CANDIDATES MUST WORK HARDER TO PROOF THAT 
THEY HAVE THE SKILLS AND KNOWLEDGE TO FULFILL 
THEIR DUTIES 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 3 30.00 20.00 1 20.00 6.67 4 26.67 
2 0 0.00 0.00 0 0.00 0.00 0 0.00 
3 2 20.00 13.33 2 40.00 13.33 4 26.67 
4 3 30.00 20.00 1 20.00 6.67 4 26.67 
5 2 20.00 13.33 1 20.00 6.67 3 20.00 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.29: AA candidates must work harder to proof that they have the 
skills and knowledge to fulfill their duties 
AA CANDIDATES MUST WORK HARDER TO 
PROOF THAT THEY HAVE THE SKILLS AND 
KNOWLEDGE TO FULFILL THEIR DUTIES
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Question 3 (x): AA has served its purpose and should be abolished: 
Amongst the George, Beaufort West offices and the sample respectively the 
largest portion (60 %) disagrees that AA has served its purpose and should be 
abolished. However, a significant portion of the sample (26.66 %) agrees with the 
statement (Table 6.28 and Figure 6.30). 
 
Table 6.28: AA has served its purpose and should be abolished 
Rating AA HAS SERVED ITS PURPOSE AND SHOULD BE ABOLISHED 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 5 50.00 33.33 2 40.00 13.33 7 46.67 
2 1 10.00 6.67 1 20.00 6.67 2 13.33 
3 2 20.00 13.33 0 0.00 0.00 2 13.33 
4 1 10.00 6.67 1 20.00 6.67 2 13.33 
5 1 10.00 6.67 1 20.00 6.67 2 13.33 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.30: AA has served its purpose and should be abolished 
AA HAS SERVED ITS PURPOSE AND SHOULD BE 
ABOLISHED
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Question 3 (y): AA has not achieved enough and should remain: Although 
60 % of the sample indicated that AA should be abolished, only 40 % indicated 
that AA should remain, because it has not achieved enough. The responses to 
this statement indicate that there is still support (46.67 %) that AA has not 
achieved enough and should remain (Table 6.29 and Figure 6.31). 
 
Table 6.29: AA has not achieved enough and should remain 
Rating AA HAS NOT ACHIEVED ENOUGH AND SHOULD REMAIN 
  George Beaufort West Sample 
  Total % 
% of 
Sample Total % 
% of 
Sample Total % 
1 3 30.00 20.00 2 40.00 13.33 5 33.33 
2 0 0.00 0.00 1 20.00 6.67 1 6.67 
3 2 20.00 13.33 0 0.00 0.00 2 13.33 
4 2 20.00 13.33 1 20.00 6.67 3 20.00 
5 3 30.00 20.00 1 20.00 6.67 4 26.67 
Total 10 100 67 5 100 33 15 100 
 
Figure 6.31 
AA HAS NOT ACHIEVED ENOUGH AND SHOULD 
REMAIN
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6.5 CONCLUDING REMARKS 
 
Just fewer than 80 % of the potential respondents returned their questionnaires. 
The different population groups interviewed are reflective of national 
demographics. However, no South African born Chinese and Indians are 
employed within the different offices and therefore their perceptions are not 
represented by the sample. 
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CHAPTER 7 
 
MAIN FINDINGS AND RECOMMENDATIONS 
 
7.1 INTRODUCTION 
 
This chapter deals with the conclusions that include whether the problems were 
answered and the main findings from the literature and empirical studies that 
were conducted. Recommendations are made that could assist the DRDLR to 
manage perceptions about AA more effectively. 
 
The challenges and barriers to the achievement of the DRDLR’s objectives of 
employment equity discussed in section 5.4.1 confirm the relevance of this study. 
If these challenges and barriers persist it will certainly reinforce negative 
perceptions of AA and complicate the achievement and management of 
employment equity. It is thus useful to improve on the current management 
practice to minimise the challenges and barriers. 
 
The literature and the empirical studies confirm the nature and the extent of 
perceptions of AA and provide the basis to develop an effective practice to 
manage perceptions of AA within the DRDLR: Western Cape. The research 
design efficiently facilitated the answering of the problems and sub-problems and 
the achievement of the objectives of the research. 
 
7.2 MAIN FINDINGS 
 
i. The literature study and empirical study 
 
The definition of AA by Thomas and Robertshaw as discussed in Section 2.2 
clearly illustrates that AA is a strategy to transform the imbalances of the past 
into opportunities and advancement of HDI’s with the overall aim to achieve 
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employment equity. This implies fair and equal treatment within the confines of 
fair discrimination and legislative prescriptions.  
 
The past necessitates the large investment by public and private organisations to 
change entrenched perceptions, stereotypes, biases and the assumptions of one 
group about other groups. Attempts to effect change in the workplace have 
evolved to the current phase in which diversity in the workplace is managed to 
achieve employment equity. 
 
In terms of the relative deprivation, social identity and procedural justice theories 
the views of individuals and groups of themselves and in relation to others are 
informed by their perceptions of disadvantages (or relative deprivation) and 
disadvantages of membership to a specific group and fairness. Merit and equity 
are central themes of the egalitarian, libertarian and liberal perspectives which 
would be critical for the effective management of perceptions of AA.  
 
The South African legislation recognises the management of diversity, fairness 
and the prevention of unfair discrimination, skills development and equality to 
achieve employment equity in the workplace.  
 
The EE Plan of the DRDLR represents a strategy to achieve employment equity 
and therefore it makes sense to indicate what the challenges and barriers to the 
achievement of employment equity are at the individual directorates and offices. 
It is concerning that the human resources functions of DRDLR is regarded as a 
challenge and barrier to the achievement of its employment equity objectives, 
because it must play a leading and facilitating role to implement employment 
equity. 
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ii. The perceptions of AA 
 
All the perceptions discussed in section 4.3 illustrate that intervention strategies 
to mitigate the impact of AA must involve and target all employees, because AA 
affects the entire organisation. Perceptions of self and others lead to stereotypes, 
assumptions perceptions, fears and anxiety across the different groups about the 
advantages and disadvantages of AA within an organisation.  
 
If there is greater transparency without infringement of confidentiality, all 
employees will recognise the merit and equity in appointments and will feel more 
confident in the objectives of the organisation.  
 
From section 4.3.2 it is clear that perceptions that AA lowers standards, 
introduces new kinds of discrimination and competent whites are replaced with 
less competent blacks can be addressed by improving communication between 
the highest and lowest levels within an organisation. The literature study also 
suggests that tokenism is equal to a lowering of standards and an 
underperformance against the standards of the organisation and highlight that 
managers must ensure that the organisational climate remains comfortable. The 
responses in the empirical study do however indicate a level of support for these 
perceptions which would therefore require consideration and some level of 
intervention by the DRDLR. 
 
Another key point from the literature study in section 4.3.4 is that the presence of 
blacks in all institutions (and positions) enables their participation in all spheres of 
society. This should encourage more members of designated groups to follow 
suit and for non-designated groups to become used to this phenomenon and 
have greater appreciation for the abilities of the former.  
The guidelines to planning and the critical success factors for the implementation 
of AA in section 4.4.2 are useful to consolidate an effective management practice 
of the perceptions of AA as suggested in section 7.4.  
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7.3 RECOMMENDATIONS 
 
The recommendations to effectively manage the perceptions about AA are as 
follows: 
 
i. Develop and implement a departmental AA policy that addresses the specific 
circumstances, characteristics and organisational culture in the achievement 
of employment equity. 
 
ii. Regard AA as an opportunity for capitalising on diversity without alienating 
any group within the organisation by ensuring an alignment between the 
business and human resources planning of the DRDLR.  
 
iii. A long term active commitment of senior managers is required to implement, 
monitor, evaluate and gearing certain aspects of the reward system of equity 
for individuals, teams and the entire organisation. 
 
iv. Conduct annual surveys amongst employees to determine the extent of 
perceptions of discriminatory practices within the organisation. 
 
v. The formulation of intervention strategies that are informed by the perceptions 
that exist amongst the employees of the DRDLR must facilitate the effective 
and continuous management and implementation of AA. 
 
vi. The Chief Director of each directorate should be the champion for his or her 
respective directorate that reports on progress and challenges directly to the 
EE Manager and not just to the Directorate and National WEEC.  
 
vii. The human resources function must be proactive in identifying and 
diagnosing problems, proposing solutions and influencing line managers in 
the organisation’s chosen strategic direction. 
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viii. The communication and consultation on AA must improve and should reach 
the lowest levels of employees. 
 
ix. Managers and subordinates must accept joint responsibility for employment 
equity. 
 
x. All managers must take responsibility for the development, career pathing 
and succession planning of subordinates. 
 
xi. All managers must ensure that the organisational climate remains 
comfortable. 
 
xii. All levels of staff must individually take responsibility for its personal 
development. 
 
7.4 OPPORTUNITIES FOR FURTHER RESEARCH 
 
Further research could be conducted to determine whether smaller units and 
sections within large organisations such as state departments and multi-national 
companies require different intervention strategies to achieve the employment 
equity for the entire organisation. 
 
Another opportunity could be to determine to what extent personal development 
by members of designated groups contributes to promotions internally or 
externally or job hopping. 
 
7.5 CONCLUDING REMARKS 
 
This study has confirmed that perceptions exist, but can be effectively managed. 
The study sufficiently answers the research problem and sub-problems. The 
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legislation also provides a sufficient framework to implement AA without 
compromising the basing human rights of employees. The effective management 
of perceptions is ensured by the leadership of top managers, the involvement of 
all levels of employees, consultation, compliance to legislation and policies, skills 
and personal development and by promoting an organisational culture that 
ascribes to fairness, justice and diversity. 
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APPENDIX A  
 
REQUEST TO CONDUCT SURVEY 
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APPENDIX B 
 
MBA DISSERTATION QUESTIONNAIRE 
NOTES:  
· THIS QUESTIONNAIRE IS DISTRIBUTED AS PART FULFILMENT OF A DISSERTATION 
IN COMPLIANCE WITH THE QUALIFICATION MASTERS IN BUSINESS 
ADMINISTRATION (MBA) FROM THE NELSON MANDELA METROPOLITAN 
UNIVERSITY.  
· THE INFORMATION OF EACH PARTICIPANT WILL BE TREATED CONFIDENTIALLY.  
· THE RESULTS OF THE SURVEY AND RECOMMENDATIONS REGARDING MANAGING 
THE PERCEPTIONS OF AFFIRMATIVE ACTION (AA) MORE EFFECTIVELY WILL BE 
COMMUNICATED TO THE PROVINCIAL DIRECTOR OF THE DEPARTMENT OF 
RURAL DEVELOPMENT AND LAND REFORM (DRDLR): WESTERN CAPE. 
· RETURN DATE FOR QUESTIONNAIRES VIA E-MAIL OR FAX: 30 OCTOBER 2009 
RESEARCH TITLE: HOW CAN THE PERCEPTIONS OF AFFIRMATIVE ACTION (AA) BE  
   MANAGED MORE EFFECTIVELY WITHIN THE DEPARTMENT OF 
   RURAL DEVELOPMENT AND LAND REFORM: WESTERN CAPE 
STUDENT  : A D SWARTBOOI 
STUDENT NUMBER : 20615147  
CONTACT DETAILS : 044-874 0021 (TEL) 086 513 1270 (FAX) 072 1585 162 (CELL)    
    E-MAIL: embaleshamba@polka.co.za  
SUPERVISOR  : DR PAUL POISAT 
1. DEMOGRAPHIC DETAILS (TICK APPROPRIATE BOX): 
 
a. GENDER: MALE   FEMALE   
b. AGE (TICK APPROPRIATE BOX): 
 
18-24 YEARS  25-29 YEARS  30-34 YEARS  35-39 YEARS  
40-44 YEARS  45-49 YEARS  50-54 YEARS  55-59 YEARS  
60-64 YEARS  65-69 YEARS   
 
c. DISABILITY:   YES   NO  
 
d. RACE:  
AFRICAN  CHINESE  COLOURED  INDIAN  WHITE  
 
e. POSITION WITHIN ORGANISATION (TICK APPROPRIATE BOX): 
CLEANER  TEA PERSON  GENERAL WORKER   
JUNIOR STAFF MEMBER (UP TO 3 YEARS IN SERVICE)   
SENIOR STAFF MEMBER (MORE THAN THREE YEARS IN SERVICE, BUT NOT PART OF                           
MANAGEMENT)   FIRST LINE MANAGEMENT    
MIDDLE MANAGEMENT   SENIOR MANAGEMENT   
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2. HOW FAMILIAR ARE YOU WITH THE EMPLOYMENT EQUITY (EE) PLAN OF THE 
DEPARTMENT OF RURAL DEVELOPMENT AND LAND REFORM. RATE ON SCALE 
FROM 1-5 WITH1=NOT AT ALL, 2=MOSTLY UNFAMILIAR, 3=AVERAGE, 4 VERY 
FAMILIAR, 5=COMPLETELY FAMILIAR: 
 
 1   2   3   4   5  
3. MY PERCEPTIONS OF AFFIRMATIVE ACTION IN MY WORK ENVIRONMENT (RATE 
ON SCALE OF 1-5 WITH 1=COMPLETELY DISAGREE, 2=MOSTLY DISAGREE, 
3=UNCERTAIN, 4= MOSTLY AGREE AND 5=COMPLETELY AGREE): 
a. AA REDRESSES THE INJUSTICE OF THE PAST. 
 1   2   3   4   5  
b. AA IS EFFECTIVE IN ASSISTING THE DISABLED.   
  1   2   3   4   5  
c. AA IS EFFECTIVE IN BRINGING ABOUT FAIR EMPLOYMENT PRACTICES. 
 
 1   2   3   4   5  
d. I AM CURRENTLY MORE POSITIVE ABOUT AA THAN FIVE (5) YEARS AGO. 
 
 1   2   3   4   5  
e. MY EMPLOYER IS IMPLEMENTING AA EFFECTIVELY.   
 1   2   3   4   5  
f. MY EMPLOYER CONSULTS SUFFICIENTLY ON THE IMPLEMENTATION OF AA. 
 
 1   2   3   4   5  
g. MY EMPLOYER COMMUNICATES ITS EE PLAN EFFECTIVELY TO ALL EMPLOYEES. 
 
 1   2   3   4   5  
h. MY EMPLOYER EXECUTES ITS EE PLAN WITHOUT INFORMING EMPLOYEES OF ITS 
CONTENT AND OBJECTIVES.     
 1   2   3   4   5  
i. AA ADVANCES ONLY AFRICANS.     
 1   2   3   4   5  
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j. AA ADVANCES ONLY COLOUREDS.     
 1   2   3   4   5  
k. AA ADVANCES ONLY INDIANS.      
 1   2   3   4   5  
l. AA ADVANCES ONLY SOUTH AFRICAN BORN CHINESE.  
 1   2   3   4   5  
 
m. AA DISCRIMINATES FAIRLY TOWARDS WHITES.   
 
 1   2   3   4   5  
 
n. AA IS REVERSE DISCRIMINATION AGAINST WHITES.   
 
  
 1   2   3   4   5  
o. ALL POPULATION GROUPS BENEFIT FAIRLY FROM AA.  
 1   2   3   4   5  
p. AA ADVANCES ONLY WOMEN.      
 1   2   3   4   5  
q. AA ADVANCES ONLY DISABLED PERSONS.    
 1   2   3   4   5  
r. AA CONFIRMS THAT BLACKS ARE INFERIOR TO WHITES.  
 1   2   3   4   5  
s. AA DEMORALISE BLACKS.      
   1   2   3   4   5  
t. AA LOWERS STANDARDS OF PERFORMANCE IN THE WORKPLACE.    
 1   2   3   4   5  
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u. AA REPLACES COMPETENT WHITES WITH LESS COMPETENT BLACKS 
           
 1   2   3   4   5  
 
v. AA IS MERELY TOKENISM.      
 1   2   3   4   5  
w. AA CANDIDATES MUST WORK HARDER TO PROOF THAT THEY HAVE THE SKILLS 
 AND KNOWLEDGE TO FULFILL THEIR DUTIES.    
 1   2   3   4   5  
x. AA HAS SERVED ITS PURPOSE AND SHOULD BE ABOLISHED.  
 1   2   3   4   5  
y. AA HAS NOT ACHIEVED ENOUGH AND SHOULD REMAIN.  
   1   2   3   4   5  
 
 
THANK YOU FOR YOUR PARTICIPATION. 
********** 
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APPENDIX C 
 
DRDLR Numeric Targets 2010 - 2014 
 
Targets to be achieved by 31 August 2010: Total staff 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 7 1 0 5 0 0 0 0 0 0 13 
Senior management 42 5 2 35 5 1 6 7 0 0 103 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
361 47 19 303 44 9 51 61 0 0 895 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
1099 143 59 924 134 25 156 186 0 0 2726 
Semi-skilled and 
discretionary 
decision making 
262 34 14 220 32 6 37 44 0 0 649 
Unskilled and 
defined decision 
making 
13 2 1 11 2 0 2 2 0 0 33 
TOTAL 
PERMANENT 1784 232 95 1498 217 41 252 300 0 0 4419 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 1784 232 95 1498 217 41 252 300 0 0 4419 
 
Targets to be achieved by 31 August 2010: People with disabilities 
Male Female White Male 
Foreign 
Nationals Occupational 
levels A C I A C I W W Male Female 
Total 
 
Top management 0 0 0 0 0 0 0 0 0 0 0 
Senior 
management 1 0 0 1 0 0 0 1 0 0 3 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
7 0 1 3 0 1 3 8 0 0 23 
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Male Female White Male 
Foreign 
Nationals Occupational 
levels A C I A C I W W Male Female 
Total 
 
Skilled technical 
and academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
11 2 1 16 4 0 16 11 0 0 61 
Semi-skilled and 
discretionary 
decision making 
7 3 0 2 0 0 1 1 0 0 14 
Unskilled and 
defined decision 
making 
0 1 0 0 0 0 0 0 0 0 1 
TOTAL 
PERMANENT 26 6 2 22 4 1 20 21 0 0 102 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 26 6 2 22 4 1 20 21 0 0 102 
 
Targets to be achieved by 31 August 2011: Total staff 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 7 1 0 5 1 0 0 1 0 0 15 
Senior management 42 5 2 35 5 1 6 7 0 0 103 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
384 50 20 323 47 9 54 65 0 0 952 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
1123 145 60 943 136 25 160 189 0 0 2781 
Semi-skilled and 
discretionary 
decision making 
280 36 15 236 34 7 40 48 0 0 696 
Unskilled and 
defined decision 
making 
14 2 1 12 2 0 2 2 0 0 35 
TOTAL 
PERMANENT 1850 239 98 1554 225 42 262 312 0 0 4582 
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Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 1850 239 98 1554 225 42 262 312 0 0 4582 
 
Targets to be achieved by 31 August 2011: People with disabilities 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 0 0 0 0 0 0 0 0 0 0 0 
Senior management 1 0 0 1 0 0 0 1 0 0 3 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
7 0 1 5 0 1 3 8 0 0 25 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
13 2 1 16 4 0 16 11 0 0 63 
Semi-skilled and 
discretionary 
decision making 
7 3 0 3 0 0 1 1 0 0 15 
Unskilled and 
defined decision 
making 
0 1 0 0 0 0 0 0 0 0 1 
TOTAL 
PERMANENT 28 6 2 25 4 1 20 21 0 0 107 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 28 6 2 25 4 1 20 21 0 0 107 
 
Targets to be achieved by 31 August 2012: Total staff 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 6 1 0 5 1 0  1 0 0 14 
Senior management 43 6 2 36 5 1 6 7 0 0 106 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
406 53 22 341 50 10 57 68 0 0 1007 
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Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
1143 149 60 962 139 26 163 194 0 0 2836 
Semi-skilled and 
discretionary 
decision making 
297 38 15 249 36 7 42 50 0 0 734 
Unskilled and 
defined decision 
making 
15 2 1 13 2 0 2 3 0 0 38 
TOTAL 
PERMANENT 1911 248 100 1606 233 44 270 323 0 0 4735 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 1910 249 100 1606 233 44 270 323 0 0 4735 
 
Targets to be achieved by 31 August 2012: People with disabilities 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 1 0 0 0 0 0 0 0 0 0 1 
Senior management 1 0 0 1 0 0 0 1 0 0 3 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
7 0 1 6 0 1 3 8 0 0 26 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
16 3 1 17 4 0 16 11 0 0 68 
Semi-skilled and 
discretionary 
decision making 
7 3 0 4 0 0 1 1 0 0 16 
Unskilled and 
defined decision 
making 
0 1 0 0 0 0 0 0 0 0 1 
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Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
TOTAL 
PERMANENT 32 7 2 28 4 1 20 21 0 0 115 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 32 7 2 28 4 1 20 21 0 0 115 
 
Targets to be achieved by 31 August 2013: Total staff 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
Top management 7 1 0 5 1 0 1 1 0 0 16 
Unskilled and 
defined decision 
making 
17 2 1 14 2 0 2 3 0 0 41 
Senior management 44 6 3 36 5 1 6  0 0 101 
Semi-skilled and 
discretionary 
decision making 
316 41 16 266 38 7 45 53 0 0 782 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
428 56 22 360 52 10 61 72 0 0 1061 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
1167 151 62 982 143 27 166 197 0 0 2895 
TOTAL 
PERMANENT 1979 257 104 1663 241 45 281 326 0 0 4896 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 1979 257 104 1663 241 45 281 326 0 0 4896 
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Targets to be achieved by 31 August 2013: People with disabilities 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 0 0 0 1 0 0 0 0 0 0 1 
Senior management 1 0 0 1 0 0 0 1 0 0 3 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
7 0 1 7 0 1 3 8 0 0 27 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
17 3 1 19 4 0 16 11 0 0 71 
Semi-skilled and 
discretionary 
decision making 
8 3 0 7 0 0 1 1 0 0 20 
Unskilled and 
defined decision 
making 
0 1 0 0 0 0 0 0 0 0 1 
TOTAL 
PERMANENT 33 7 2 35 4 1 20 21 0 0 123 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 33 7 2 35 4 1 20 21 0 0 123 
 
Targets to be achieved by 31 August 2014: Total staff 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 7 1 1 6 1 0 1 1 0 0 18 
Senior management 45 6 3 38 5 1 6 8 0 0 112 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
449 59 23 379 55 10 64 76 0 0 1115 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
1190 154 62 1001 145 28 169 201 0 0 2950 
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Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
foremen, and 
superintendents 
Semi-skilled and 
discretionary 
decision making 
335 43 17 282 41 7 49 57 0 0 831 
Unskilled and 
defined decision 
making 
18 2 1 15 2 0 3 3 0 0 44 
TOTAL 
PERMANENT 2044 265 107 1721 249 46 292 346 0 0 5070 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0 0 0 
GRAND TOTAL 2044 265 107 1721 249 46 292 346 0 0 5070 
 
Targets to be achieved by 31 August 2014: People with disabilities 
Male Female White Male 
Foreign 
Nationals Occupational levels 
A C I A C I W W Male Female 
Total 
Top management 0 0 0 0 0 0 0 0 0 0 0 
Senior management 1 0 0 1 0 0 0 1 0 0 3 
Professionally 
qualified and 
experienced 
specialists and mid-
management 
7 0 1 7 0 1 4 8 0 0 28 
Skilled technical and 
academically 
qualified workers, 
junior management, 
supervisors, 
foremen, and 
superintendents 
12 5 4 16 7 1 18 11 0 0 74 
Semi-skilled and 
discretionary 
decision making 
9 3 1 5 0 0 2 1 0 0 21 
Unskilled and 
defined decision 
making 
0 1 0 0 0 0 0 0 0 0 1 
TOTAL 
PERMANENT 23 6 2 20 4 1 20 21 0 0 127 
Non-permanent 
employees 0 0 0 0 0 0 0 0 0  0 
GRAND TOTAL 23 6 2 20 4 1 20 21 0 0 127 
 
